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THE CENTER MISSION STATEMENT :

Center for Vocatidnal ,Educaticdh's mission is to

_increase the ahility of diverse agencies, institutions,
. and.
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c¥ganizations to QOIVQEeducatidﬁal problems. relating

ndivjdual\career plannin preparation, and progres-
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— e ————"Tha-'need - for atrong and compe:ent administrators of vocational.education
has- long been recognized. tha‘rapid expanaion of vgcational education pro-
graaa and increased atudent enrollments have resu ted in a need for incraaains
numbers of trained -vocational administratuéb at both the secondary and post-
‘secondary_level! Preservice and inaervice administraters need to be well
prepared for the complex aﬁd unique skills required to successfully direct °
vocational programa. .

The qffectiVe trainfng 6f local administrators has been hampered by the
limiced knowledge of the competencies ngeded by local administrators and by
the limited availability of competency-based materials for t reparation of
vacational "administrators. In response to this pressing need, the Ocqupa—
gtional and Adult Education Branch of the U.S. Office of Education, under .
proviaiona of Part C--Research of the Vocational Education Amendments of 1968,

* funded ‘The Center for a scope of work entitled "Development«of Competency— L.
- Based Instructional. Materials for Local Administrators’ of Vocational Educa-
. tion." 'y - '

The project had two major objecfives as follows: '

0 To conduct research to identify &nd nationally Verify the competen—
cies consldered important to local administrators of vocational

. , education.. .-

¢ To develop and fie,d‘iest a aeriea of prototypic COmpetency-based/’N”
instructional. packages and a user's guide. .
The identification of competencies was based upon input from a select
group of experienced Vocational administrators participating in a DACUM
) (DeVeloping A Cutriculum) workshop and the results of an extensive.and campre-
henhide literature search and review. The merger of the DACUM and literature
. + review task statements resulted in a list of 191 task statements that described
. all known functions and responsibilities df secondary and post-secondary
"\\\ vocational admipistrators. These task statements were submitted by question—
naire to a .select national group of 130 experienced secondary and’ post-secondary
administrators of vocational education for verification} ‘Nihety-two percent
(922) of theme administrators responded to the verification questionnaire and
\\ind {cated that 166 of the 191 statements were competencies ‘important (median
‘score of 3.0 or higher) to the job of vocational administrator. For additional
infqrmation about ‘the procedures used to establish the research base upon
‘which this and other modules in the series were develi?eq, see The Identifica-
tion and Natioral Verification of Competencies Important to.Secondary and
Post-secondary Administrators of Vocacional Education, a lable from The .
Center for Vocational Education. : A :
‘ . . '; . - ™~
High priority competencies were identifed and six prototypic modules and %
a user's guide‘wefﬁ developed, field tested, and revised. The materials are
° _ organized in moduéar form for use by both preservice and inservice vocational
administrators. ach module includes performance objectives, information
sheets, learning activities, and feedback devices.to help the module dser

»

.
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__inltruegionnlA_,A qualified resource person (inatructor) is ruquired to guide,

—

.

(learner) acquire the specified competency. While the/&oduleu are basically
self-contained, requiring few outside remources, they are not entirely self-

alsiat, and evaluate the learner's progresn.

. . ‘
L.”The titles of the modulea, which reflect the competencjles covered dre:

Organize and Work with a Loci#l Vocatlional Education Advisory Council

Supervige Vocational Educat lon Pcersonnel

Appraise the Personnel Development Needs of Vocational Teachers

Establish a Student Placement Service and Coordinate , Follow=up
Studies : ‘ %3

Develop Local Plans for Vocational Education: Part I

e Develop Local Plans for:Vocational Educatien: Part 11

.

[
-

For more -information on the development and field testing procedures

' used, see The Development of Competency-Based Insgiructional Materials for the

Preparation of Local Administrators of Secondary §nd Post-Secondary Vocational

Education. «For more Iinformation about the nature and use of the modulesn, see

the Guide to Usiqg;Competency-Based Vocational Education Administrator Materials.
th of . ~"se documents are available. from The Center.

Several persons have contributed significantly to the development of this
module on appraising the personnel development needs of vocational.teachers.
Special recognition -goess to Bayry Hobart, Graduate Research Associate, for his
extensive review of the literature and for his writing of major portions of
the manuscript. R '

v

/

Thanks are also due to Kristy L. Ross, Program Assistant, for her editing
and formatting of the module; and to,Plen ‘FE. Fardig, Research Specialist, for
his critique of the manuscript nng/ﬁelpful suggestions. Recognition is also
due to hobert E. Norton, Projgct Director, for yriting portiens gﬁ‘the manu-
script and for his overall guidance and content: review of the, mahuscript; and
to James B. Hamilton, Professional Development in Vocational Education Program
Director, for h%s administrative assisgtance. .

Finally appreciation is also extended to Russ Gardner, - Kent State Univer-
sity; Adron J. Miller,.-Ohio State University; Don McNelly, University: of
Tenhessee; and Charles Parker, Utah State University; whv served as field site
coordinators for the field testing; and to the local adminfstrators of voca-
tional educatign.who used the modules and provided valuable feedback and

. suggestions for their improvement. (

Robert E. Taylor .
Executive Director i

-

The Center for Vocational Education



* - INTRODUCTION o

e — e — ]}

The improvement of instruction offered in their schoolsi has
long been recognized as one of the most §mportant responsibilities
facing local vocational admini:itrators a 4 supervisors. For a
variety of reasons, such as lack of teacher support, lack of
effective procedures, and lack of appropriate instrumentation,
the responsibility for, improving instruction often has been a
frustrating and.largely unfulfilled obligation. The obligation
to provide the most cfféctive instruction possible can, with
appropriate understanding, procedures, and instrumentation, be
met.

Recent developments in performance-based or competency-based
teacher education have provided us with new concepts, materials,
and instrumentation for the improvement of instruction. New
legislation gives increased emphasis to the necessity of effec-
tively providing for the personnel development needs of voca-
tional teachers at both the secondary and post-secondary levels.

As a vocational administrator or~zﬁpervisor, you can play a
vitally important role in-the professipnal development df your
teachers. You can appraise their personnel development needs,

and plan relevant inservice education opportunities which will .
meet these needs and endble them to become more effective teachers.
The learning experiences in this module will help you more effec-
tively assume your-responsibilities for teacher appraisal. They
will give you knowledge of the professional skills and knowledqaﬂj!g

‘needed by all effective vocational teachers, and the principles
.and techniques that should be used in the teacher appraisal

process. They will also help you acquire skill in selecting
appropriate assessment instruments and in fo ing procedures

* for their effective use in appraising teach rs' needs. Together;

the s;ills and knowledge you gain from the mddule \shoul ive you

the cpmpetency you need to help tgqfhers improve their -instruc-
tiom&l effectiveness. N |

BN
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" Module Structure and Use

" ' RRR— RSN

-, This module containa an introduction and four sequential learning experiences.

, OVERVIEWS, which precede each learning okperience, contain the objective for
that experience and a brief deacriptlun of what Lhe learning experience

* involvds.

»

situation, appraise the personnel development needs © ca-
~ tional teachers. Your performance will be assessed b our
resource person, using the "Administrator Performance Assessment
Form," pb. 109-111 (Learning Experience V).
N L

Enabling,Ohjch}yes: /0

Qb].cﬂv.. Terminal Objective: While working in an actual admil\%‘:"a;ive

»

. ‘ ' .
1. After completing the required reading, describe the inastruc-
tional, skills used, and the knowledge needed, by effective
teachers (Learning Experience I).

2.¢ After completing the required reading, demonstrate knowleédge .
of the principlea\gnd te(hniqpes of appraising the personnel

) development needs of vocational teachers (Learning Experi-
s : . ence II). ~ . ‘ :
3. After completing the required reading, demonstrate the

ability to use effectively teacher assessment instruments

for appraising the personnel development needs of vocational
b ' teachers (Learning Experience {II). . .

4 . Resources A list of the outside resources whi'cﬁ\ ;upple'ment those contained
within the modules follows. Check with your resaurce person
(1) to determine the availability and the location of these
resources, (2) to locate additional references specific to your
situation, and (3) to get assistance in setting up activities -
- with peers or observations of skilled administrators. .
_Learning _Experience 1 A

No outside resources m~—

Learning Experience II S
—_ Optional
® Reference: Bellon, Jerry L., et al. Classroom Supervi-

. sion and Instructional Improvements Dubuque, IA: Kendall/: '
Hupt Publishing Company, 1976.

. ' o Reference: Allen, Paul; et al. Teacher Self-Appraisal:
A Way of Looking Over Your Shoulder. Worthington, OH:
¢ C. A. Jones, 1970. '

4 .
-
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Learning Experience III '
nOptlonnl (

0‘3-4 peers to rolu-piny supcervisors who aro assessing your
abilicy to present a leason, and to meet with you to
diacuns differences in assegsment.

-

S
\\ e A resource person to nbn::té‘yﬁﬁ?“lelqpn presentation and

the anaessment disgcussion which follows, or to meet with
to discuss your reactions to peer assessment.
. &4 .

e A vocational administrator or supervisor experienced in
successfully appraising the personnel development needs of
hla/her'voertional teachers with whom you can consult.

Learning Experience IV
Required

® An actual administrative situation in which you can
. appraiae the personnel development needs of vocational
teachera. ,
e A resource person to tsseaa your competency in nﬁprnising
the personnel development needs of vocational teachers.

-

e One or more Estimate of Performance and/or Teacher Perfor-
mance Assessment Forms available from your resource person
to use in appraising the personnel development needs’ of
vocational teachers.

Selected T.rm. Admé:;stral:or -- refers to.a member of the secondary or post-

sec ary administrative team. This generic term, except where
specifically designated otherwise, refers to the community col-
lege president, vice-president, dean, director; or to the
secondary school principal, director, superintendent.

Board -- refers to the secondary or post-secondary educational
governing body. Except where otherwise specified, the term
"board'" is used to refer to a board of education and/or a board
of trustees .

Resource Person -- refers to the -professional educator who is
directly responsible for guiding and helping you plan and carry
out your profeaaional development program.

~School - refers to a secondary or post-secondary educational
agency. Except where otherwise specified, this generic term 1is
uséd to refer symonomously to secondary schools, secondary
vocational schools, arca vocational schools, community colleges,
-post-gsecondary vocational and technical schools, and trade
-schools. )

» 3 ' )6
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U..r. Guld. For information which Iws common to all modulew, auch as proce-
dures for module uwe, urunnlrutlon ol modules, and definitions

of terma, you should refer to the following supporting document.

Guide to Uuln& Cump‘?vntx-nnned Vocatfonal Fducat fon Admin-
inggg;or Maturials. Columbus, OH: The Center for Vocat fonal
Education, The Ohto State Univerwity, 1977, -

‘ \ R ' \
, ° ' - L. »

&

* -

This module addresses task statement numbers 81, 82, and 83 from Robert E.
Norgon, et al., The Identification and National Verificatjon of Competencies
Important to Secondary and Post-Secondary Adminlstrators of Vocational Educa-~
tion. (Columbus, OH: The Center for Vocntional Education, The Ohfo State
University, 1977). The 166 task statements in this document which were veri- -
fied as important, form the research base for The Center 8 competency-based

. administrator module development.

’
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Learning Experience |

b}

OVERVIEW

i -‘~ '

Atter completing the required reading, desceribe the
tnstaivnetional skl used, and the knowloedge
necded, Ly ctdective teachers,

al
-

-

You will bhe reading the

Activity Instructional Skalls Used, and the Knowloedge N

Mocdoed, by tttectave Teachers," pp. 7=-19,

" You will be demonstrating knowledge of the  instruc-
tronal sk ldbs ased, and knowledyge nceceded,* by cffec-
tive teachers by completing the "Self-Check, "
pp. 21-21. . ' .

intformation sheet, "The'

+
. -~
. .

-

You Wil be evaluaag ing your competency by com-
paring your'completed "Self-Check” with the "Modei
Answoers," pp. 25=-27: :

‘

/ ‘ -
T ’
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For 1nfofmatlon'about ‘the 1nstruct10nal skills used,
and the knowledge needed, by effective teachers in
classroom and laboratory settlngs, read the f0110w1ng
‘1nformat10n sheet . g

THE INETHUCTIONAL SKILLS USED, AND THE KNOWLEDGE '
NEEDED, BY EFFECTIVE TEACHERS

l\ctivoiy

: ‘The’ superv1s1on of vocatlonal instruction is one of the °°
ma)or respongibilities facing the local administrator of voca-
“tional educat%“h.J The development and-maintenance of a’ hlgh
e quality instrPuttional program,. whether at the secondary or post-
- secondary level, will depend to "a large extent on how well the
" administrator carries out hds/her 1nstruct10nal superv151on
responﬂlblllty - ‘ '

N

- K [l .

It is the superv1sor s responsxblllty to help plan and pro-
mote the improvement of his/her teacher's instructional effec-
‘tiveness.  This cannot be done’ effectively on an ad hoc basis, .
but demands a carefully thought out and comprehensive plan of
superv1s10n.' It is the responsibility of the supervisor to
cooperatlvely plan with teachers to help ‘them: realize thelr
potentlal for 1mproved 1nstruct10n. - ‘ . )

‘ Earller concepts of superv%glon we;e somewhat authorltarlan
and superv1sors often tended to'see thei¥ prlmary respons1b111ty
as that of monltorlng and- evaluatlng\the teachers' instruction. | _ ..
It is recognized today that superv%@;on should be a much more :
democratic proce8s in which the supervisor creates an atmosphere
which is conducive to the teachers developlng their ‘capabilities
to the fullest extent possible. . Thus, the manner 1n which you
carry out your nespons1b111t1es for imstructional superv1510n, 1s
as important to success as the procedures used. : o

Before the superv1sor can help a teacher develop .and improve
h1s/her instructional competence, the supervisor must be able to-
- accurately assess the teacher's instructional needs. An essen-
" tial part, of such an assessment is an understanding of what
constitutes the comprehens1ve set of instructional sﬁglls and
" knowledge needed by an effective vocational teacher
Generadly speaking, the skills and knowledge needed by voca-
tional teachers can be clustered into three broad categories:.
general, technlcal and professional. The general skills and
knowledge 1ncludes such content areas as language, sociology,

Ta T

P-4

. PR . . ' ¥ ) .
. lpor:information on your responsibilities for instructional
supervision, you may wish to Yrefer to The Centgr's admlnlstrator

module ent1tled Supervise Vocatlonal Educatjon- Pefsonnel.
s “ . - .




4
psycholagy, and history. The technlcaP'category for a vocational o
teacher refers to the specialized occupational skills and knowl -
edge that a teacher myst have of his/ker own teaching specialty.
~ The data processing teachers, for example, must'have adequate
technical knowledge and skills in the area of data processing
(computers, key-punching, . card sorters, etc. ). The proféssional
skills and knowledge area is concerned w1th the information and
skills that teachers need in order t6 be able to effectlvely
teach others what they know. The concern here is with such
, things as planning for instruction, techniques for carrying out
... the 1nstru§tlon, and procedures for evaluating instructional
outcomes,. . , . -

i

This ‘module, deals’ w1th 1dent1fy1ng and ana1y21ng the pro-
fessional "instructional SklllS and knowledge that vocationa
‘te@gchers should be .able to demonstrate.- It focuses prlmarlly
upon those teaching abilities which' an .administrator ory super-. - gl
visor could actually observe in either a laboratory or classroom )
setting. These observable classroom and - laboratory abilities or . .
competenc1es can be categorlzed into four major areas:’ . '

° Instructlonal Plannlng --This categoq& incIudes skills and
* -knowlédge such as interpreting a course of study, developing
student performance objectives, planning units of instruc- _

tion, and selecting instructional materials.

¢ Instructional Execution.--This category-is concerned with
the actual methods and.techniques of teaching such as con- .
‘ ducting greup dlscuss10ns, demonstrating a manlpulatjve
' . skill, and individualizing’ lnstructlon.

* Instructional Evaluatlon.--Thls category, includes the vari-
ous skills’ and knowledge needg& by teachers to éstablish
performance standards and assess student learning. .It
includes such competencies as establishing criteria for
student performance and”deﬁermining student grades. '

s ’ e Instructional Management.--This category 1nvolves skills and
' knowledge such as. maintaining student discipline, providing
for student safety, and organizing the vocational laboratory
which are important to the overall .management of the instruc-
tional program.

~ It is important to recognize that many additional competen-
cies are important to the com sive development of a master ,
vocational teacher. Many mpetencies relate to special-
ized areas of concern gucjf as progrgm planning, guidance, school-
" .community relations, student vocatjbonal organizations, profes— B
sional development, and cooperative education. The rest of "this.

module is concerned with the competencies thatgwould be included w7
in one of the four major areas listed. These &Feas includé. the 'f}1
abilities’ which are, for the most part, observable and directly L)
‘related to the daily classroom and/or laboratory 1nstryctlonal L
prcgram. S o L ‘ .

Q
1

ERIC -~ - . o R Sl
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-When a comprehensive proglam of instructional superv1s1on is
. to be provided, the vocational administrator will generally be

7'most -concerned with the improvement of teachers' skills in °the

four areas outlined. Some of the spec1f1c cémpetencies which ?
- teachers need to either develop.or improve 1n each of those areas
are now considered - , R . A\

- . ' ‘Instructional Planning -

’
s

A

‘This categoyy is concerned with the competencies a teacher
needs-in order fo effectlvely lan for his or hey,daily classroom
and laboratoryfunstructlon. Spec1f1c competenc1es include the
-teacler's" abl,lty to~

° determlne the needs and interests of students

"

‘o,develop approprlate student performance objectives
o 1nterpret and use ‘a course of study to develop 1nd1v1dual
units of instruction ’ )

. deve&?p daily lesson plans

)
- 4
2

¢ select and pre%fre appropriate supportlve\lnstrdctﬂ.pal .
materials- Je

. ) -
"« Much has been written’ about plannlng, and 1nstruct10na1 : ,
" planning in particular. The volume of material available on
performance objectives,. lesson planning, and other planning ’ -
topics symbolizes the importance of instructional.planning to
effective teaching. Without a sound, well-developed instruc-
tional plan to help the teacher. accompllsh what he or she needs
to accomplish in any partlcular course, the chances for failure:
- are great. _ L - o L ‘ ) ' b

’

'

\

‘Each of the competenples iy the 1nstruct10nal plannlng cate—
gory and the other three catego ies have been addressed at 1ength
in The Center's Performance-Based, Teacher Education Modules2 .-
as well as by many other authors. In this 1n£ormatlon sheet the\
general nature and the importance of the major instructional
competenciés w11b he addressed. TS 3 S,
Student Needs and Interests | L ", 'ﬁ“?

' v

One of the plannlng respon51b111t1es of all fegchers is that -
:0of determining the needs and 1nterests of students.. ‘Most teachers’
wlllhggree that the stu?ent rath%r th n the currlculum shouyld be

G
.a, § o A
. . o

- u.f

; _ . ’“’a“ . .

2Thisg 1nstruct10nal series; is avaflable from ‘the Amerlcan Assoc1a-
tion for Vocational Instructlonal‘Materlals, Athens, Georgla.

\
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the focuys of the instructioffal program. Most teachers would also
. agree that they cannot individualize instruction, if they do not
know the individual student It is very. _common and perhaps
easiest to plan our instruc 1onal activities for the mythital
average student. While many students in a class will probably --.
learn from that approach, .there are likely tgs be several slower
and several more .capable learners for which thig type of instruc-
tion is boring and. odlyﬂmlnlmally effective, at¥Ybest. The best
available information on student needs and interests should
always be taken ‘into account so. that 1nstruct10n may be adapted
to the students' personal needs.

v

+

. student Performance OBjectives , . 35[

LN

Another 1mportant plannlng task that has received con51der—

able emphasis in recent; Years is the development of spec1f1c and
: measurable student perfiormance ‘objectives. This emphasis stems
.- - from the fact that'students learn more quickly and more effeg-

' tively g&én they clearly understand what learning outcomes are
‘being sought, It is widely acceptedgthat for performance objec-
tives to‘be- optlmally ffective in the learning process, they
must indicate: ‘(1) what-is to be.performed, (2) under what
conditiéns: the performgnce is to ocCur, and (3) wWhat standards of’
perfo;mance must be me .

[

T < ¥ T . \ .

>ate about how rigid the .téaghér needs to

ives. 1n these¢ terms, £rém a practlcal

chers have daily" evidenge that- students . -

emené; of objectlves.’ What teacher is not
udents with questions about the ‘ .

s,‘how grades will. be determined, etc.? ’

om the students' desire to know prec1sely P ar

ected to be demonstrated 1n order to glve -

ed learnrng BE s

Whlle there is de
be in spec1iy1ng objec
point of view most te
want more precise sta
continually confronte
precise nature of éxa
Such questions stem f
‘'what behaviors. are |ex
evidence of the requi

Since the wr1t1n of good performance objectlves is not
/ easy, .many teachers will need: help to develop this competency.
" It is important thqt teachers write not only good objectives but
~‘that they develop objectives. which truly reflect the 2K111$,u
§ ' knowledge, and attitudes that: muﬁt be -learned. All three of the
+ . domains of learnlng——psychomotor~ cognitive, and affective--need
to be considered. - rther, Jit is. also ‘important. to see that the
objectlves reflect the level or degree of performance that should

be acqulred >

EA

;Units of Instruction - o . . ?‘

-

o - )
NI

Dally lesson plans are normally developed £ rom more general
and more comprehens;ve units of instruction. Units of instruc-
tion on the other hand, are usu%lly developed by the instructor

~ using a course of study as a plann1ng guide. The -instructor has . -
the challenging task of taking a.given or perhaps ‘self-developed -
course of study and further devel ping content areas. into full
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blown unlts of 1nstruct10n whth ,are relevant to hls/her partlcu-
lar .students. The qnallty of available lcourses of study varies . -
widely with many lacking some of the essential elements requlred
The administrator- supery1s1ng 1nstruct10n can and should help the
teacher,1where necessary, to develop “the m1ssxng information and
‘to . cdnver the information’ ‘provided into relevant units of instruc-
t10n4 Uni®s, if well developed and focused on carefully chosen
tOpl?S from ‘the course of study,” help prov1de form and substance
to‘the teaching-learning process. At a minimum, the unit of ° S0 e T
‘instruction should consist of a group of well-stated objectives, '
lear ing act1V1t1es, relevant resources, and apprOprlate feedback.
or.e aluatlon activities prepared for use in a specific teaching-

learnlng sltuatlon. . s J

Y . i

z

. u [
Lessoh Plans ) - s
‘ T . N 7l . .
If good "units of instruction have been developed, the task-.
of preparing daily lesson plans is easier, but no less important.-
The daily lessons are what the visitor sees as he/she enters the
classroom or, laboratory door, but they are really the culmination
of the: iong process of 1nstruct10nal planning. . -

.

|‘ -
: gTheIEﬁlS often much gument over how detalled dally lesson .
plans should be. Regardléss of the detail: dec1ded upon, however,
since it is the daily lesson plan which forms*the basis for
conducting 3 -he actual ¢lass,: it is v1ta1 that each teacher be ;
competent at, and tomfortable with, writing daily lesson plans.
lee units :of instruction,” lesson plans can take many . forms and
: shapes. While ' there is little agreement as to what constitutes s -
the best ‘form of ‘lesson planning, there is widespread agreement
that all effective teachers do some for@ of . lesson planning.
Teachers must be helped to develop the type’ qf "lesson plan mopst
suited to thelr 1nstruct10nal style and the type of lesson ‘to be
‘ taught .

&

*

: Supportive Instructional Materials -

.- sWhether prepared by the teacher or selected from available I
Wmaterlals, ‘it is a major respons1b111ty of the teacher to preparxe ‘
‘ or secure:the, best possible supportive instructional materials
*  fqr each lesson and uhit taught. While the lesson plan goes-a = -
: long 'way toward preparlng the teacher to enter the classroom :
ready to instruct, some additional help is usua}ly needed to
Opt}mlze the learning process. That extra help is available in
- the form of supportive materials qnd/or media--materials to read
or -to,write on, tape or records to llsten to, films or slides or
other media to view. The use of a varlety of materials, models,
and real objects adds interest., helps to motivate; and helps
students w1tﬁlvary1ng reading -and ablllty levels gain more from
the lessons. . . : , : : . w

Whether selectlng or preparing ‘their own instructional mate-"
rlals for lessons, many teachers will need help in determining

- v

11
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‘'ready to help teachers use materials which are approprlate
both the lesson ‘objéctives ahd the needs and 1nterests of,
. partlcular students invo}ved. '

AN

Lo :

¢

. : 3 w
.the best materials ‘to use for any ngen 51tuat1qn, 1dent1fy é,

the best Sources of materials, and selecting materials that a

‘of high quality. When the uniqueness of the lessbq\g&gectlveﬁ

call for materials which do not exist or which canno e purz -
chased, teachers will often need help in making their own 1n$truc—
tional. materlals such as transparencies and handouts. Whethdr ’

~ . . : - ) a

g -} a “.Instructional Execution:Competencies
" ~ B * . ". - . . .

‘ : N < . . .
., This category of competencies is concerned,with .what’
be called the specific technlquesxzé/instrqct1on, which wh

properly selected for any given ins¥ructional sltuatldh re.

in maximizing the lesﬁon s effecti¥enkss.” For the purpose
-this information sheet, these technaques of ‘instruction ar
grouped into, the follow1ng three basie types of strategles

o individual 1nstructlonal'techn1ques

e small or large grqQup 1nstructlonal technlques 5 ""J

e media and. mater1al oriented 1nstruct10nal technlques [
N
It is the technlqueS“of 1nstructlon which must be masﬁered

by teachers in order to effectlvely delivér the lesson objectlves.
Teachers must learn to evaluate the strengths and 11m1tatlons of

~the various teaching techniques so as to be able td select: the -
.most appropriate”technique or combination qf techniques for-

various learning tasks, Effective teachers develop the skill and.
expertise, necessary to use a wide variety of teaching techniques .
with finesse. Effective use .of a wide variety of technlques not
only adds .interest to the~ 1nstructlonal procegs but also permits
the flex1b111ty necessary to better accommodate individual dlff

ferences and learnlng styles ¢ : .

’

o

. As an-admlnlstrator\responsible for instructional supervi-
siorg, One of the greatest challenges you face in the professional,
development of teachers is the need to, continually help your
teachers ‘expand. upon and improve their repertoire of teachang
technlques. While many teachers will enter the tlassroomfénd
laboratory with knowledge and skill'in the use of.only a few
basic techniques, it  is their acquisition of additional tech-
niques and their improvement in the use of the- basic ones that

help_ them become a master teacher. Improved skill in the use of

teaching technigues does not come easily to ‘many Leachers;~effec—x
tive instructional supervision, can do a lot to encourage teachers
to explore new methods and to develop expcrt1Se in their use.

-



Individyal Instructional: Techniques
, : oo B - .
While ,nearly everyone will agree that vocational instruction
should be individualized or personalized to the maximum extent
possible, it is quite. another thing to actually implement that.
philosophy. Teachers will heed constant help and encouragement
‘to individualize their instruction as much as possible. This
vitally important concept must be given .more than just lip ser-
vice. Redent developments in the area of competency-based educa-
tion hold:'great promise for the further implementation of this
long supported. concept. Many other -techniques, however, such as
'-prog(ammed instruction, the project method, problem—solv1ng,
- using students to tutor other 'students; and individualized study -
* and laboratory assignments can and should be utilized, whenever =
appropriate, to-help meet student needs and interests to the
- maximum extent possible. Teachers should be helped in all ways
. possible to individualize their ihstruction.

Small or Large Group Instruct10na1 Technlques : .
. JIt is in this category of teachlng Strategles that most of
" the specific techniques belong. While most of these technlques
-can be highly effective when appropriately used, there is a
common tendency among many teachers to both overuse and misuse
- some of these techniques. For example, rather than prepare for
' 1 and use a-variety of techniques, each chosen for its partlcular .
.ad antage, some teachers rely almost totally on the lectune or.
il ustrated talk technique. While illustrated talks or even'
outright lectures have an important place in the instructional
setting, thHéir misuse and overuse for whatever reason is unaccept-.
able. As an instructional superv1sor,Tzou will® likely need to
“ hg@p=some of your teachers become more \interesting and more
effective speakers. You will also likely need 'to encourage many
of the same teachers to select and develop sk111 in the use of
other techniques. - ;

need to be considere nclude: brainstorming, buzz groups, sym-.
posiums, panel discussions, small group discussions, oral ques-
tioning, demonstrations, team teaching, subject matter experts,
and supervised study. In addition, field trips, problem solving,

ﬁ simulation, role playing, and laboratory experiences can be used.
effectively with either groups or individuals. The use of any of
these techniques, however, withoant adequate preparation and skill
in their use can be instructionally disastrous. As with the
lecture, the overuse of brainstorming, small group discussion, or
any other of these techniques, can greatly reduce their effec-
tiveness. As an instructional supervisor, you must help teachers
learn to select and integrate the most effective comblnatlon of
these instructional techniques for given situations, as well as
help them perfect their skill in the execution of the various
techniques: ] \

,‘ﬁ}v

ug:me of the other small and/or large’ group techniques which ©
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Medrgﬁand Materlal Orlented Instructlonal Technlqueg .

A large number’ of audiovisual technlqhes and materials are
available for use by today's vocational teachers. These tech- .
niques and, materials are lersatlle tools which can and should be
used to make instruction more_ interesting and effectlve., As with
the other instructional technlques, "you will -need to help?some of .
your teachers'become more cgmpetent in selectlngathe/zf’ﬁt‘qudlo—

visual technique for given situations and operatlng the. a39001ated_w

equipment. Teachers W1ll also often need help in selecting
and/or preparing-the necessary software to use with the audio-
visual equipment. - . ' " . . -

Specificglly, teachers may need help in becoming cempetent

users of overhead projectors, filmstrip projectors, slide projec-
‘tors, 16 mm and 8 mm film projectors, tape recorders, and video-

tapng equipment. This equlpment needs to be readlly avallable
and well maintained if maximum effective use is to occur.

"Nothldg discourages a teacher more from using supgbrtlye instruc-

tlonal aids than having to go through a lengthy rédd-tape proce-

'dure ﬂo obtain the necessary equipment or the necessary software
to use with them. Effective instructional supervisors make every

effort to support the teacher in using different teaching tech-

" . niques and in the planning and preparatlon for such use.

One Should not overlook the role that bulletln boards,
exhlblts, models, and real objects can play in vocational 1nstruc-
tion either. K Because of the abundance of physléal objects
involved in most vocational 1nstruct10n, the use'of models and
actual objects are extremely 1mp0rtant ‘techniques for the voca-
tional instructor. & :

. . a
Instructional Evaluation Competencies
- .

Any good instructional system includes within it, procedures
and tecdhniques for obtaining feedback about 'student learning and
instructional effectiveness. The assessment of student perfor-
mange in all three learning domains: psychomotor (skills)},
affective (attitudes), and cognitive \¢tknowledge) must be an
integral part of the instructional process. 1In theory and in
reality, some evaluation of student achievement should always
occur before the formal instructional process begins. Effective
teachers use some means early in the instructional program to
assess what their students already know and can do, so as not to
waste precious tlme covering competencies the students have
already mastered. The individualization of 1nstruct10n requires
a -continuous assessment of individual student progress gso as to
effectively provide assistance and approprlate learning experi-

ences at the right time.’

2 .
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The important instructional evaluation competencies include:

A ' A

! . ® thdblgghing criteria for student performance

) asges:}ng student psychomotor, affective, and cognitive
performance ’ B
m ' o
e assigning studen% grades o

[

‘e evaluating instructional effectiveness

"Establisﬂinggcriteria for Student Performance -

Here we are concerned with the question, "What criteria or .
standards should be used tojmeasure whether the desired level of
student performance has been athieved? For too long, far too

" many teachers have set up arbitrary and artificial standards by

. using the norm-referenced grading approach. Most vocational®

-edufators today are quick t@ agree that criterion-referenced
grading should be utilized, using insofar as possible, actual
business and industry standards to establish the minimum accept-
able levels of performance. (The determination and establishment
of these standards is not easy, however, and many teachers will
need assistance in establishing realistic performance ipd product
standards. -~ : ‘

N 2 '
Assessment of Student Performance

3

~ Of all-the tasks confronting vocational teachers, undoubtedly
Lone @f the most difficult is devising, administering, and grading
evaluation devices for assessing Student progress and achievement.
The task requires the development and use of numerous and vaficus
types of assessment devices--devices that are valid, reliable,
criterion-referenced, and usable. In vocational education we
_must evaluate both the process (procedures) used by students in
meeting an objective, and the product they make or create as a
result of that process. We must also be sure that our asgessment,
of student performance is both comprehensive and representative
- of the subject being learned. Most units of instruction are:
concerned to some extent with _all three domains of learning: the
'skills or psychomotor, the knowledge or cognitive, and the atti-
tudes or affective learning. A variety ,of well-constructed .
devices--chjiecklists, quizzes, exams, case studies, problem-
solving exercises, objective and subjective instruments, and
performance tests--will be needed to obtain the feedback necessary.

As far as possible, all assessment devices should meet the
following characteristics.
i ' ¢

A

e They need to be valid. That is, théy should measure what
they claim to measure.

. " Pl -
e They need .to be reliable. That is, they should meas%ﬂe con-
sistently whatever they are measuring. :

15 .
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N,
¢ They need to be as -objective as possible, so as to allow the
students' performance to determine the score. -
¢ They need to be discrimtnating. That is, they should dif-
ferentiate between studends who have learned and those who
have ‘not. : :

¢ They need to be representative. That is, they should sample
all of the important skills, attitudes, and knowledge .

covered. ® . - .
-y, . . i [ \j

- e They need to be easy to administer and score; . ‘ Lo

. Assigning Student Grades

When a good system of evaluatlon has been established, the
students shpuld\be informed of the system .and their responsi-
bilities withinlit. Many - teachers seek student input into a
proposed system before finalizing it, and thereby obtain better
student understanding and dcceptance of the grading prgcess. The
scoring of examinations.and the assignment of student gkades,
although often a tedious and disliked task, is a necessary and
important function that nearly all teachers will need to perform
with fairness and proficiency. Your role as instructional .super-

- visor will again be to help ensure that the best possible ]Ob is
‘done by your teachers. .
V4

. -.Bvaluating Instructional Effectiveness

»

Truly profe551onal teachers are constantly seeklng ways to
improve their instructional abilities. . There are a variety ‘of
ways--student achlevement,_paxent\reactions, advisory. committee, °
and, -of course, the observation of\performance by instructional
supervisors--that can be used to help.a teacher evaluate his/her
overall instructional effectiveness. It is a respon51b111ty that

-all profe551onal educators owe to their students.

N
- A

Instructional Manégement Competencies

§ The feourth category of instructional competencigs that are

‘ readily apparent to the classroom or laboratory visitor are the
mManagerial abilities needed by effective teachers. The skills

Vfor effective classroom management are sometimes neglected in the

preparation of teachers, yet they are essential to successful

- student learning. . Research has shown that the organization and
management of classroom and laboratory experiences by the teacher
are a ‘'significant determinant of successful teaching, ‘and suc-
cessful student learning. We can consider these management
skills in relation to two 1mportant teachlng respon51b111t1és 4

¢ management of student behavior and safety

' 1

e management of learning facilities
Q ’ oy,

lRIC L1622
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Management of Student Behavior and Safety

'Some of the most technically competent persons fail as
teachers becduse of their inability to effectively manage student
behavior. In order for the classroom or laboratory to be a place
of learning, an environmekt that is conducive to learning must be
establlshed and malntalned

The management of student behavior can be viewed from.two
aspects-—helplng students develop self-discipline, and helping
them apply safety practices while in the vocational classroom and
laboratory. With respect to self-discipline, the teacher needs
to apply the- follow1ng management pr1nc1ples. -

' - v
 Standards of expected behav1or are discussed with the stu-
dents in terms of the school's policies and student codes.

o Programs are developed to motlvate students to uphold these
school standards:

¢ A written code Qf avior is deJeloped cooperatively with
the students. , . '

e The ‘classroom and“Yaboratories kre organized in ways that
encourage acceptable student be av1or. . .

e Acceptable student behavior is acknowledged and rewarded.
- . . * N

e The environment of the classroom and laboratory and the

< attitudes of the teacher are conducive to6 the students'

- self- d1501p11ne. ’ :

o The teacher is fair, firm, and consistent in handling dis- »
cipline problems. ‘
»
- o Reasons for aggressive behavior are carefully analyzed and
an attempt is made to prevent such behavior in the future.

In helping students follow safety practlces, the teacher
needs to erisure the following.

k1
-

] The.laboratory itself meets safety standards with ‘respect to
fire extinguishers, machine safety guards, personal pro-
tection materials and devices, and color codes.

e The env1ronment is made safe durlng demonstrations of manip-
ulatlve skills. . . -

®¢ He or she uses and demonstrates all appropriate safety
precautions.

TN
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. « He or she encourages dlscu351on and questlons concernlng
safety practlces. . ' ‘
¢

e He or she contlnually p01nts out safety hazards.

Management of Learning Fac111t1es

The management of learning facilities. includes maintaining
and managing the vocational laboratory and classroom, and pro- '
Vldlng for equipment and materials storage and filing. 1In man-
aging the vocational laboratory, the teacher has the follow1ng
respon51b111t1es.

]

e ® Organlze the tool storage so that the tools are accessible

Y

and convenlent. | : ]
. o 1
o Requlsltlon and store the\pupplles necessary for 1aborat0ry

act1v1t1es
4

L Control.the distribution of supplies to the students.

e Organize the use of available work stations ih the labora-
tory : ~ " . K

. Organlze the laboratory envlronment 80 as to maintain appro-
priate ventilation ‘and temperature, adjust natural and arti-

ficial lighting, and control noise. ' |
>

e Maintain the'léboratory equipment and inventories.

-

K Organize and manage st udent\malntenance responsibilities -
w1th1n the 1aboratory. . K

In addition to the storage of laboratory supplies, tools,

and equipment, the vocational instructor must also develop and

maintain adequate student and teacher files for the storage of
student records, (references, and other classroom materials. The
students will normally need tp have access to and refile some
materials, while other materi¥$s such as student and teacher
records should be accessible dWly to the teacher. Materials and
supplies which cannot be found when needed because of inadequate
or poor filing, do not 'suggest a well organized and effective
teacher.

A2

Within this information sheet we have briefly reviewed som
of the major teachlng skills and knowledge that the effective
teacher will 'need; these are the skills and knowledge that the
supervisor of vocational instruction must assess in individyal
teachers, and then, work to improve them wRere necessary.

’
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. For the reader who w1sﬁes to pursue in depth' one ¢r more of
the competencies described earlier, the following selectlve
bibliography is provided. . :

-

The Center's Performance1Based Teachers Education Modules.

"This series of professional competency-based modules con=-
sists of 100 titles that address the 384 performance ele-
ments identified in Center research as important to suc-

- cessful vocational teachers. Particular reference is made
to Category B modules on Instructional Planning, Category C
modules on Instructional Execution, Category D modules on
Instructional Evaluation, and Category E modules on Instruc-
tional Management.,” These modules, developed and field

. tested By The Center for Vocatlional Education, Columbus,

. Ohio are published and distributed by the American Associa-
tion for Vocational Instructional Materials, 120 Engineering

+ Centeg, Athens, Georgia, 1977. -

-

Instructional Technolognylts Nature apd Use by Walter Wittich
"and Charles F. Schuller. Harper and Row: New York, New
York, 1973.

Audiovisual Methods in Teaching by Edgar Dale; Dryden ?ress:
Hinsdale, Illinois, 1969.

Agricultural Education, Apprbaches to Learning ahd Teaching by
Charles C. Drawbaugh and William L. Hull. Charles Merxrill:
Columbus, Ohio, 1971. ;

Teaching Successfully in Industrial Education by G. Harold Silvius
and Estell H. Curry. McKnight and McKnight: Bloomington,
Illino#s, 1967.

Secondary School Teaching Methods by Leonard Clark and Irving
o Starr. McMillan Publishing Company: New York, New York,
' 3rd Edltlon, 1976.

)
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The following items check your comprehension of the |
material in the infeormation shaet, "The Instructdional
Skills Used, and the Knowledge Necded, by Rffective
Teachers,"” pp. 7-19. FEach of the ten items requires
a short e¢ssay-type response. Please explain fully,
but briefly, and make sure you respénd to all parts
of each item. ' ‘

. | .
o ‘ SELF-CHECK . o

"

*

1. - All of the skills and Xnowledge needed by vocational teachers
are generally grouped into three broad: categbrles. Name and
brzef y describe each category. :

v

thel four broad areas of obqervable classroom and laboratory
compefencies needed by vocational téachers? Briefly explain
each area.

2. Witzjn the professional knowledge and skills area, what are

-

3. 1Identify the areas of competence that a teacher needs in
order to effectively plan his or her daily instruction.

21

25




5. Why is it important for a'teéchep_to'prepafemprecise'perfor-~

‘e

1

».}wuwGive at least two. reasons why it is important for the teacher

. to assess sﬁudent\neéds and interests in preparing for
instruction. : ' L

P . :
W . +
- N o«

<

&

mance objectives for instruction? What characteristics do
‘'well-stated performance objectiyes‘have and what areas of
learning shoqid the performance objectives address? o K

S
*

6. The large number of instruction&i'teéhniques available to
votationdl teachers can be grouped into three types of
techniques. Name each. type and briefly explain why a teacher
should be proficient in at least some of the techniques from

- -each group. . _ S o . .

K3

# o - . . P !

7. What areas should be covered in effectibe'instructignal
‘evaluation? » ‘ : »
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N O - ]

8. What Eharactefietics.shbuld good assessment devices have?

3 .
[

B * L]
W ° s -
[ ] .A’ | ® ) ‘
, \ "
a 1.4
. .
9. What principles need to be followed in order to foster the
development of student self -discipline? L
. . . " . ‘ |
‘ K] -
¢ [_ ,.
- g -
] i} i ‘ . . i ) . . ’ ) - . . . , : .
g 3 - ' ) L o . . ‘
S o : . . . - ) N »
10. What' responsibilities does the teacher have in managing .the o
vocational labdratory? ‘ ) A C . T ~
L\, ' § . < ..w ) LR
!
4
! \ -
- i q'
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!%mparo your ‘written responses to the "Self-Check" - '
R o with the "Model Answers'" given below. " Your responsces
- | ( Feedback need not eyactly duplicate the mode1 responses; how-
e' , ever, you should have covered the sSame maJor p01nts.
] 0 ,
' R . P . ; * .
.. * . ’
T MODEL ANSWERS . : S e

L}

1. The three broad.categories into whizh all the skills and
knowledge nceded By voc¢ational, teachers are generally grouped
are.da) general skills and knowledge that includes such
important general content areas as psychology, sociology,
history, language, and mathematics, (b) technical category
that includes all the- specIallzed skills and knowledge
pextalnang to the teacher's, particular specialty, and
(c) professional category that includes all the knowledge
and skills necessary ftor the tea’cher to be able to effec-
'tlvely teach others what he/she knows.

A

2. The" four broad areas of observable classroom* and laboratory
‘ competencies - pertaining ‘to the professional category of
knowledge and skills are as followd: (a) idstructional

«. planming (includes the skills and knowledge necessary to

. plan effectively for good classroom and laboratory teaching,

. e.g., developing student performance objectives, planning
units of instruction,vand selecting’instructional materials) ;'
(b) instructional .execution. (includes the.competencies heeded
for the actual teaching task such as conductlng dgroup discus-

'sions,, demonstrating various skills, individualizing irstruc-
tion, etc. ); (&) instructional evaluatlon (includes the com-
petencies needed by teachers to establish performance stand-
ards and assess student® learning);.and (d) instructional
management (includes the skills and knowledge ‘necessary for
the teacher to manage ‘effectively the learning situation,
e.g., malntalnlng student dlsc1p11ne, providing’ for safety
procedures in learﬁing, organizing Jearnlng materlals, etc.).

A

I

3. The competencies requlred by a teacher for effective planning
C of daily classroom ‘and laboratory instruction include (a) the -
’ ability to, determine the needs and interests of .students,
(b) - the ablllty to develop appropriate student performance
objectives, (c) the interpretation and use of a course of
study to develop individual units of instruction, (d) skills
in, the development of daily lesson plans, and (e) the selec-
tlon and’ preparatlon of supportive instructional materials.
4. tTwo reasons for assessing student needs and 1nterests are .
(1) it enables the student to become the focus of ijstruc-~ s
. tion rather than the currlculum, and (2) it enables the
’r‘ﬁ‘teacher to individualize the instruction accordlng to stu-
’ dent needs. : : :

-

—_— : . .
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5.

6.

“7I

8.

9.

4}

- *,

. ’ * .
It has been shown that students tend to learn more effi-

- ciently when they clearly understand the precise outcomes

expected to result from” any particular learning experience.
"To give sStudents such precise outcomes, it ‘is necessary to
develop performance objectives that state clearly in behav-
‘'ioral.terms what will be performed by the student as a
result of the learning, the. conditions under which this
performance will occur, and the standards that must be
demonstrated in that performance. ' These objectives 'should
cover the knoyledge areas of learning (cognitive domain),
“the manipulative ‘skills to. be developed (psychomotor domain),

~ and the relevant attitudes (affective domain)

The 1nstruct10nal technlQues available tqfvocational -
teachers can be classified under three headings. 'These are
ta) - individual 1nstruct10nal techniques, (b) small"or large
group-instructional techniques, and (c) media and materials'
oriented instructional techniques. Tepchers need to become
proficient in a wide variety of these techniques{so as to .
‘add ‘interest to their teaching and permit the flexibility
necessary to accommodate indlvxdual*differences and learnlng
styles ' : )

The areas that should be covered in effective instructional
.evaluation are (a) establlshxng crlterla for student per- .
formance,: (b) asse551ng student cogn1t1ve, affective, and
psychomotor performance, (c) assigning student grades, and
(d) evaluation. of instructional effectlveness.

Assessment dev1ces should .measure what they claim to measure.‘
That is, they should be valid and reliable. . In addition,

. they should be objective and should discriminate between the
" more able and dess able students. Assessment devices should

§

cover the field of skills and knowledge ‘being evaluated-
‘and, they should be easy to admlnlster. 7n

The teacher should apply the followlng pr1nc1ples in order.
to help students develop self- d19c1p11ne - (a), standards .of
expected behavior should be discussed with the. students; °
(b) programs should be developeﬂ to motivate:students to
uphold these standards; (c¢) a written code of behavior
should be developed cooperatlvcly with the students; (d). the
classroom and laboratory -.-should be organized in ways ‘that
encourage acceptable student behavior; (e) acceptable stu-
dent behavior should be.acknowledged and rewarded; (f) the:
‘environment of the classroom and laboratory and the atti-
tudes of the teacher should be conducive to the students'
self- dlsc1p11ne, (g) the teacher should be fair, firm, and
consistent in handllng discipline problems; -and (h) reasons
for aggréssive behavior should be carefully -analyzed and
attempts made ‘to prevent sych behavior in the future.

., .
’ . R . . . ‘ ~
« . . i
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10. In managing the vocational laboratory the teacher should

. . (a) .organize the tool storage so that the tools are acces-

_ sible and convenient; (b) requisitiomw and store the supplies
necessary for laboratory activities; (c) control the distri
bution of supplies to the students; (d) organize the use of

s vailable work stations in the laboratory; (e) organize the

' ? ~ lwporatory environment for such factors as temperature, ven-
¢ tilation, lighting, and noise; (f) maintain the. laboratory
equipment and inventories; and (g) organize and manage stu-’

dent maintenance responsibilities within the laboratory..
. * * /

LEVEL OF PERFORMANCE: Your completed "Self-Check" should have//)ﬁ'
-.covered the same major points as the model responses. If you
missed some points or have questlons about any radditional points
you made, review the material in the information sheet, "The .
Instructional Skills Used, and the Knowledge Needed, by Effective
Teachers," pp. 7-19, or check with your resource person if neces-

.sary. )
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Activity -

J

¢ Learning Experience n-

’

. OVERVIEW

2

.After completing the required reading,- demonsqrate
knowledge of the principles and techniques of. ‘
appraising the personnel development needs of voca-' e
.tional teachers.

. L _ g -
o . . ‘ ‘ * . ‘

:You will be reading the 1nformation aheet,
"Appraising the Personnel Development Needs of.

Vocational Teachers," pp 31-47.

-

- -

You,may wish to read the supplementary references, |
Bellon, et al., Classroom Supervision and Instruc-
tional 'Impfovement, and/or Allgn et al., Teacher
Self-Appraisal- A Way of Looking Over Your Own.

Shoulaér.

It

You will be demonstrating knowledge ‘of the princi-

ples and techniquee of appraising the personnel

development needs of vocational teachers by com-
,pletlng the "Self Check, .Pp. 49- Sl f

. !
.

v

-

—~ -
A B

'You will be evm: uating your competenc{ by com-
rparing your c( leted ”Self-Check“ with the "Model

Answers," pp; -55.
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) For information on the principles and techniques of

Activity appraising the personnel development needs of voca-~

" tional teachers, read the following information sheet.
. . i
y A

Y -
APPRAISING THE PERSONNEL DEVELOPMENT NEEDS
' 'OF VOCATIONAL TEACHERS

Introduction

* In the first information sheet of) this module we identlfled N
the three- categories of skills and knowledge needed by all voca- f\
tional teachers--professional needs, technical needs, and general ' \*3
needs. The teacher's professional needs :include all the peda- '
gogical knowledge, attitudes, and skills required by the teacher -
to fulfill his/her responsibilities as a teacher. The teacher's
technical needs include all the knowledge, attitudes, .and skills
ralated to his/her’ occupational area that must be imparted to the

~students for their adequate vocational preparation. The teacher's

_' general needs incliflé competence ih such content areas as lan- ',
guage, sociologg, psychologY: and history. *oa

4

) . In appraising staff development needs, administrators and
supervisors normally concentrate on the first two of these cate-
gories. The professjonal skills will determine how well the
teacher conducts the ‘students' learning process; the technical
skills will determine how relevant and substantive ‘that learning

» is for the students' vocational goals. Both are vital to the
successful attainment of the goals of vocational education.

This information sheet discusses the principles, techniques,

and instruments needed by the vocational administrator to appraise
- effectively the personnel deveprment needs of teachers. There

are three aspects of this appratsal that maust be considered.

They are (1) the principles that must be observed for effective

teacher assessment, (2) theé process involved in such assessment,

‘and (3) the forms and procedures that are sneeded to fulfill the

requirements 6f'effect1ve teacher appralsal. .

.7

?
: .
Y o

N + Principles of Effective Teacher Appraisal

- There are at least 8ix principles ‘that need to be observed
“by thé vocational administrator for effective appraisal of teacher
" performance. Researéh has shown that these prliglples will sig-
nificantly determine the teacher's ac¢eptance qf that appraisalj
and his/her response to-it. It is essential, therefore, that you
shape your program of teacher assessment in terms of these prin~
'”ciples. , . . : y .
2 . - p ' - e '




j teacher, then the teacher needs to agree to-this. If -the lesason
" is going to.be videotaped for later review and discussion wit

Lty

i

The Principle of Cooperation

It is important for .the teacher to accept the, aspessment
program and for the program to motivate the, teacher to pursue
activities of self-development. To accomplish these objectives,
the program must be worked out in cooperation with tHe teacher.

A program that is arbitrarily imposed on the teacher will con-
flict with his/her sense of professional autonomy.and cause that .
teacher to either overtly or cqvertly reject the program. Thus, .
the administrator responsible for*pupervising the teacher's .
instruction must work cooperatively with each of his/her teachers
to design individual programs of assessment and.dgvelopment‘that
express the teacher's own felt-needs and professional judgments.
|To achieve this and to avoid the telhcher feeling threatened by

the program, the cooperation must be genuine. It must not be a
predesigned agenda to be approved by the teacher; but one that is
cooperatively and flexibly worked out by the teacher and the
supervisor together. : )

The Principle of Consent

2N

Closely allied to the cooperation of the.teacher, is the
consent of the teacher. Not only does the program of teacher .
appraisal need to be worked out together by the teacher and

. supervisor duringia'pre-observation_conferehce,fbut the forms,

nature, and timing of the assessments used within that program

need the teacher's consent. A teacher should not be surprised by = m
the classroom visit and observation of the supervisor. As the
supervisor, you must schedule such visits well beforehand with

the teacher so that the visit can be professionally helpful-and :
productive both for the teacher and for your supervision. When,
vigits are Prea§§}nged; you can observe those aspects 'of a oo
teacher's perfornlance that he/she feels could most benefit from
your obsdrvation, feedback, and constructive criticism. Again, -
the form of the assessment needs the teacher's consent. For
example, if students are to bé involved in the ‘assessment of the

. . 3

the teacher, the teacher must agree to this also.

*

The teacher should also be consulted about, the instruments
to be used by the supervisor for classroom and laboratory .assess-
'ments. It cannot be expected that the teacher will accept -the
evaluation that results from the use of a particular instrument

" if he/she does nqt feel‘the'ihstrument-measures teaching perfor-

mance objectively, comprehe velyf'accurately, or reliably.

A staff development program will not work if the teacher feels
that it does not help meet his/her professional or technical
neads. Therefore, the teacher must trust the adequacy of the
instruments. and procedures that have. been used to assess those

‘needs. This trust will most  likely occur if the teachet, has
given consent to the inst;uments-aﬁd”procedures used.

.
- ! X .
. [
E ‘ . . O .
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“Phe Principle of Completeness

L, The appraisal of any teacher's performance must encompass =~
-gf‘th essential knowledge, skills, and attjtudes r¥lating to
o l““’{-acher s responsibllitles. There are a great number of
) #bal competencies invalved in daily c¢lassroom and labgrator
g, ‘and many professional competencies in additifon~o .
PR ad, - DIV OHCEy- remsearch identified and verified 384 p r-
mance. elements needed by v ational teacﬁ%rs o fulfl&ihthetr
professiqnal gesponsibilities.3 Not all these competencies a
needed by.evegy vocational teacher; nor do they all relate to “the
particular concern of this moduleé, namely,; classroom and- labora- N
+ tory teaching. HoOwever, some 47 of these competencies havye been
‘related directlﬁggo classroom and laboratory teaching and, to be

effective, any pyofessional needs assessment eféfort must address
all of them. If this does not occur, then the tedchers will tend
to concentrate on those skills :that they expect will be assessed,
and neglect those that are not. We see examples of this in.
programs that neglect tp specify and assess ‘the necessary atti-
tudes, as well as the skills, for effective vocational teaching
performance.

.

Another important aspect of a complete assessment procedure
is that it relates to identifying the teacher's strengths. Good
teacher appraisal not only identifies the teacher's weaknesses
for further. profEsslonal development, but also identifies “the _

. teacher's strengths. Teachers need to know and apprec1ate these
strengths in arder to make thém most productive in their teaching.
The supervisor can also sometimes use them as a resource for the
development of such skills in other teachers. e

L3

‘The Principle of Objectivity | , .

-It is ‘imperative that teacher appraisal not reflect the per-
sonal whims and subjective judgments of the assessor. In order
to avoid ‘this, the agpsessor should use, as much as possible,

- instruments that have sufficient definition -and detail to ensure
maximum objectivity in the assessment(process. This, of course, .
does not disqualify ‘the professional judgment of the supervisor,
or the capacity for that judgment to be objectlve and accepted as
such by,the teacher.. Videotaping the session in which the teacher;

‘is belng assessed may help the teacher to accept the judgments of
the supervisor. Since videotaping allows the.teacher to view.
‘his/her own performance, he/she can see documentation of the:
objectivity of the assessor’s Judgments.' A variety of methods .
involvxng assessments by the teacher's colleagues, students, and i.'

.

3Calvrn Cotrell et al., Model Curricula for Vocational and Tech-
. nical Teacher Education: Report No. V, General' Oblectlves-—Set II.
Q", (Columbus, OH: The Center .for Vocational Educatlon, The Ohio

- " State University, 1972). ‘ ’
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.. ..melf-check procedures can also serve to indrecase .the 6bjectivity
of the assessment by asquiring a variety of viewpoints--if these
procedures are accepted by the teacher.

L]

The Principle of Influenceability

Whatever is assessed must be able to be influenced; it must
be able to be changed and developed by the teacher. i1t is coun-
terproductive ‘to assess certain characteristics of the teacher
that the teacher .is not really able to change. For example, if
the teacher has a naturally high pitched voice, there is probably

-not much that can be done about it. Some personality characteris-
tics may not be particularly desirable, but may be relatively
permanent. Therefore, it is not productive te«confront the
teacher with these. What needs to be assessed are those charac~
teristics that can be changed and developed by effective staff
development programs. : 7 . .

The Principle of Purposefulness .

The program of appraisal must have a clearly stated purpose
which is meaningful and acceptable to the teacher. If the
appraisal is used for salary determinations, promotional possi-
bilities, tenure, and qther such extrinsic rewards, then it is
likely to be threatening to the teacher, and of little.value in
terms of staff development. On the other -hand, if the appraisal
is clearly designed to help the teacher's professional develop-
ment, is seen by the teacher to be used solely for that
purpose, then it is likely the teacher will fully cooperate with
it and will not feel threatened by any weaknesses revealed °
throygh the assessment. ‘ B ' . ' '

>
A9

It is reasonable to ¢consider that the teacher will feel the
purpose of the asséssment will really be determined by who sees
the results of the assessments. Therefqgre, if the program is
. ‘truly for staff development purposes, these results must be kept-
R “‘confidential between the teacher and the supervisor.  Before the .
l' acfual assessment, the teacher peeds to be gassured of this con- .

fidentiality and told the purpeses of the dssessment. It should
also be made clear exactly 2rwill receiye information. from it.

~

A Model of Performahce.Appfaisai

. [ 4
Having established the principles that need to be applied-i
a program of teacher 'appraisal, it is .now ‘important to consider -
_the design that such a program should take. g
To help us appreciate the design- of an effective teacher
‘appraisal program, let us consider a very common assessment that
most of us experience frequently in our livesg That is, the :
- assessment -of the temperature of a room. ‘The instrument used for

o | 36+



Step One: Deciding What to Measure

this is a thermostat. There arc seven clements withtn’the func-

__tioning of the thermostat that ary similar to the clemehts of a
- good teacher performagge appraisa’l program.

The Model of a Thermostat ‘ ’ A

The ;bven elements in the functioning of a thermostaé, the
analogy of which can help us in designing a good assessment pro-
gram, are: .

1. a sensor (thermometer) that measures the temperature of
a room . '
. L
2. an adjustable device that sets a standard that is the
desired temperature . ’ Va
3. a discriminator that compares the sensed information

‘(the room temperature) with the gtandard {

4. an effector (switch) that responds to the discriminator
by turning. the activity (a furnace) on or oOff

5. .some wires for communication

6. the activity itself, (in this case a furnace)

7. a source of energy {e.g., fuel oil) that poWérs the
© activity

,
The sensor in a thermostat measgres only one element--room
temperature. For the purposeg of staff development, however,
many .different teaching competencies will need to be measured.

Therefore, the first important question that must be answered 'is
what activities are to be measured. This module confines itself

~ to the professional competencies of the teacher that directly
 relate to the classroon or laboratory. However, \there are many
. other competencies-—such as student counselingr-that are impor-

tant in the teacher's responsibilities. But even -in relation to
classroqir and laboratory competencies, it is important to decide
exactly at is to be assessed. .
P ! ' .
One way of deciding exactly what will ‘be assessed is to use.
an established list of professional teacher competencies as a
starting point. The "Vocational Teacher Competency Profile"

" developed by The Center for Vocational Education is one such

listing that may be used cooperatively. with a teacher in deciding
which competencies should be assessed. A copy of this profile
chart which lists 100 different professional ‘competencies clus-—-
tered into ten broad categories, is presented on the next page. -
While it covers competencies beyond those directly related to the
classroom and laboratory, its use will ensure that the assessment

r

: o . '»"
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~

will be comprehensive. "Use of this type of competency profile

"will allow the teacher and supervisor together to determine what -

competencies ought to be assessed. Other lists of teacher compo-
tencies are available from some colleges and univergities and
state departments of education.

Step Two: Determining the Standards of Performance

The purpose of the thermostat ig to sce that the actual room
temperature is the same as the desired room temperature. 1In
staff appraisal, we are seeking to determine whether the teacher's
actual professional performance is reaching the desir standards
for that performance. .Therefore, after determining what teacher
competencies are to be assessed, it is important to determine the
standards that are required for these competencies. Here is a
most difficult - task. While it may be agreed that questioning is
an important teaching skill, it is far more difficult to agree on
what level of questioning is satisfactory in any given lesson.
One way to set these standards is to® select instruments that
detail carefully ‘the components of any competency being measured.
Some regently developed performance-based teacher education mate-
rials contain criterion-referenced teacher pérformance assessment
checkllzts whrch specify the 1mportant components in considerable
detail. . .

ome 'colleges and universities concerned with teacﬁer educa-
tion have also developed criterion-referenced checklists for
use in evaluating teacher performance particularly during student

‘Another critical point in determining the standards of per-
formance to be utilized, is that the teacher and supervisor need
to review the critgria to be used and reach complete agreemen; on
the#standards that \are being sought. :

‘Step Three: Judging Between the Standards and the Performance

. The next step, which is ahélogous-to the discriminator in
our model, is that of determining whether /the standards have been
reached. ,0Once the teaching competenci and the standards far '

_those competencies have been ‘agreed upon, someone has to decide
‘whether the teacher is reaching those standards or not. For

staff devélopment programs, this is a prime responsibility of the
supervisor of instruction. However, with respect to teacher
morale and motivation it is best if the teachers can also make
this judgment about themselves.

)

4For examples, see the Professional Teacber Educatlon ‘Module
Series (Athens, GA: The American Assoc1at10n for Vocat10na1

Instructzonal Materlals, 1977)

38 .
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It is helpful if the teacher has a good model agalnst wh1ch
he/she can judge, his/her own - perf6rmance. Therefore, you might
,arrange ‘for the teacher to observe another teacher who has exper-
‘tise in a certain area. This observation could help the. teacger=

p identlfy areas that he/she needs to develop further.

+

It should be emphas1zed that any kind of . judgment that you,

as a4vocat10na1 supervisor make on a teacher's performance w1ll

. #be useless’ if' the teacher does not accept your opinion as: valid.
e refore, you need to be: certain that your. relationship with: the

eacher is such ‘that the teacher w111 respect andnaccept your
.]udgments.v y . o : . _

~

Step,Four- Respondlng to the Assessment

. - N

Someone must respohd to the appraisal of the teacher s per-
.formance, otherwise it is a wasted effort. Ideally, the teacher
.should make this response. If the’ teacher is made aware of a
profe581ona1 need through an effectlve teacher appra1sa1 program,
‘it is ideal if that awareness motivates the teacher to 'seek out ¥ .x=
ways of meeting that need. However, more reallstically, the

teacher and supervisor together will respond to the results of o
the assessment. For teachers to be able to respond to this ’
assessment a good staff, development program must be organlzed by -

_the admlnlstratlon w1th1n the teachlng 1nst1tutlon. | T

vy
Step F1ve- Communicating the Results of Assessment
X -
A number of 1mportant de0151ons must be made with respect to

" the information that resulted from the assessment of a teacher.

- The first decision is who is to receive those results? The
assessments made for staff development purposes should be used *
only for staff ~development. Therefore,athe results should be

. kept strictly confidential and the teacher should be made aware

- of th1s confldentlallty before any assessment activity is begun.

The second - dec151on to be made is how soon after the- assess-
ment should the teacher ‘know the results? Skinner has clearly '
demonstrated that immediate feedback is 1mportant if it is to
change: behavior. Thus, the supervisor needs to schedule a post-
observation conference to discuss the. assessment with the teacher -
as soon as possible after the event. An enthusiastic teacher

- will be most anxious to know your reactions to his/her teaching
- gkills, espec1ally if ‘'he/ she respects:your profess1ona1 judg- -
ment: An anxious teagher needs to be put at ease. - If a con- B
ference cannot be s?ﬁgduled soon enough, then, if possible, it is -
~helpful to give the' teacher a“brief and enc¢ouraging response to
- ‘his/her- performance as you are leav1ng the classroom or labora—'

, tory. ._ R S

It should also be dec1ded~how often the teacher should
receive feedback concerning his/her teaching r formance.
Research has shown'that far too little teacher™wissessment occurs

39
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S for effectlve staff development. Fbr the urposes of effective -
e staff development, this appraisal. must occir fairly frequently--
: espec1a11y for beginning. teachers.. An .appropriate objective

r. . "instrument should encourage the superV1sor to.visit his/her

SN teachers frequently in thelr classrooms and laboratories; ' and to
make those visits constructive, ana helpful to the ongoing profes-«
sional developmént of.those tedcﬁers. S . _

A decision also needs to be made regardlng how the teacher
- should receive the information from the _assessment. If it is

RV, S

e

-"'“*“hurrIediy"@ommunlcated In"a“schooi“passageway-rt*rs‘usetess _a\,'

private meeting needs to ‘be arranged between the supervisor and
the teacher. This meetlng should.relaxed, unhurried, 1nformal,
with -no 1nterruptlons. It should be planned-so that the whoile:

" attention of the teacher and the supervisor can be focused on. the
-‘assessment, and p0551b1e responses to ‘it.. It is” also helpful if

the teacher, can take the assessment form away- to study it further '

- and to keep a continuing-record of progress. Most teachers will
. get pleasure out of seeing these assessments improving over time.
-This is most 51gn1f1cant to achievement motivation. If the
teaching session -has been, videotaped it is helpful for the tea er
and supervisor to review it together. ' This makes the performand%
, appraisal -much more objective, and glves clear focus to. the o
~. -assessment conference.._‘ L e - R ¢
e . , Doy N

o

Step Slx. Des1gn1ng the Staff DeveI%pment Program

~ The next step in our asse@ssment model is to consider the
" type of act1v1ty that makes an appropriate fesponse to the assess-
, ment,effort. "This activity. should be nothing short of a compre--
'« - hensive staff development program.” The purpose of the assessment
~is to ensure effective staff development. Therefore, the teacher’
ap raisal, the prbcesses and instruments used within it, and ‘the’

rmation stemmlng from it shoiild be. directed toward de51gn1ng .

and 1mplement1ng & program for effective teacher developmeﬁt
. This program needs’ to be individualized- to meet: the particular
. needs of the .teacher, comprehen31ve to cover'all those needs, .
' convenient to -the teacher in terms of times and ehergy demands, ~ :
o contlnulng, and rewardlng ‘The most. 1mportant thlng to emphdsize-
‘Here is that assessment ‘is not an end in itself. It must lead -
dlrectly and clearly to- purposeful and rewarding action. in_.terms’
-of teacher’ development. Each assessment event should.end in an.
'agreed plan of//;tlon for 1mprov1ng ‘the teacher s performance. .

_StepﬁSeven: Undertaklng the Staff Development Program

A The begt de51gned staff development program w1ll fail’ W1th-
out acceptance and ‘support by the teachers for whom it is! designed.
Thus, : the energy for the program lies. in the teachers' .motiva—
- tion. It is -important to stress that the effectiveness of a
5 - staff development program. stemmlng from the type of teacher -

. appraisal model being discussed here depends heav1ly on the

‘- l teachers' enthu51asm to. support that program. ‘' That enthusiasm
o . o7 . . ' .
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‘depends 1n part on what outczmes the teacher can expect from the

ﬁ;:program. There are two type of outcomes that need to be con- e
.. sidered. ' _ AR
f$ﬁﬁf7 " Flrgg,,there are those outcomes that result from 1mpr00é'..

teacher performance in the classroom and laboratory. These out-
- comes are called intrinsic motivators and-are by far ‘the most.
T ~important to teacher satisfactiaon. - I1f the staff development
.program leads toimproved performance by the teacher, and to
_ -increased respon81b111ty, ‘success, achievement, and self-
<. . actualization, then the teacher will be motivated to suppoﬁl thé
s ~~preqramaad—wi—l~l—cent+.nue~ £6—try-to. —merowharsﬁhe:g__performanceﬁw_,_ ....... .
. That is, if the staff development program leads to increased@ - - o
B satisfaction from the job itself, then the program will. be sup-
ported by the 1ntr1ns1c motlvatlons of the teacher. o .o
: Secondl ﬁhere are those outcomes that do.not . result from
the task Itself but are gained as a result of doing. a ‘bétter
job. Such outcomes are a better salary, promotlon, tenure,
- friinge benefits, better relations with the supervisgx or other -
. staff members, etc. These are called extrinsic mptivators “‘ .
- because, they encourage people to erform tasks- £or .rewards other
"u)'than satlsfactlon Erom the tagk it elf. They are, . however, ,
- important. -If a teacher is expected to spend time and energy in
S 'profe351onal development, and to make some sacgrifices for this,
“.2 - then some - tangible rewards also need to result from 1t.u Increased
‘ pay has been shown to be-a. strong 1ncent1ve, Co C e

‘In’ summary, a comblnatldh of both 1ntr1n51c and extr1ns1c _
. _rewards need to résult from the staff develogment: program if dt. .ot
vff.“:is ‘to be enthUSLastlcally supported ‘by. the staff.f . - . .

b . ’_»
i e . e - . . " . ' . . '
AN Forms and Procedures for Teacher Performance Appralsal EF#g\,ﬂ‘“

S . .

:gq;f, i There are. various forms of feedback that can "bé valuable to T
;”"‘f_teachers in assisting ‘them to perceive their professional strengths . °
.. . and weaknesses, and to react pos1t1veLy to these perceptions. -

- Each of these forms has its own particular strengths andiweak-

- nesses, hey fall .into four categorles of assessment. .These are
. - (a) s assessment (b) supervisor assessmént, (c) peer assess= '
). "ment, and (d) student assessment.' , _ e —

_ , Different types of 1nformat10n will tend to flow from each
one ‘of these and, therefore, the decision to use any.one will
depend upon the,.type of information required. ‘The most important
‘in terms of staff development is the information that-the teacher
obtalnS\from self-assessment, and from mean1ngfu1 1nteract10n
. with the superv1sor as’'a result of supervisor assessment. How-
P ;ever, an ongoing program of staff'ﬁeVelopment may, over time,
© draw on all four forms of assessment, so. the advantages and
11m1tat10ns of each needs to be cons1deﬂed/
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‘}'Self—Assessment o f‘ , . RN
. e

Ie]

[ . 2 - *

Self-assessment 1nc1udes all. the- forts of teachers to

-« The teacher's own' motlvatlons are operating qnd, therefore,
he/she’ probably will be more willlng to accept the’ results
of the assessment. . 4 _
, o ‘ o ‘
: !,Becauselthlslformlo£~asssssmentm;s totally confldentlal,

| 42 - 44

: ;assess their own professional performance.- Phere are a number of B
]iadvantages in this form of feedback. These are- :

. - . .- - B - N et I . M
P Lo . e . . . A . BN . L. Mool
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will be the least threatening--the teacher alone knows the .

results, and aléne determines what 1s done w1th those results.

.. It can ericourage . profess&onal self development, which is the
1deal mbtlvatlon for staff development programs. :

‘e It has' a great deal of flexibillty in that the teacher can

~ determine exactly when to use it and for what purposes, and
does not have to f1t 1t into someone else's schedule.«

. The teacher can focus on exactly the,profe951onal elements

&

that concern hlm/her,_and does not have to accommodate some-~

one else's ]udgments.,
- oy o

Some ‘of. the dlsadvantages of thls form of assessment are as'f Lo
follows. Ho o - o _ - _-e/ .

~i

_ 0 The teacher ‘s concentrat n on thg teachlng task can be dlS"
-mlw tracted by hls/her effor . _ :

-at self- assessment
3- The teacher may not be,perceptlve of hls/her real weaknesses.

: fﬁ-The teacher .may not be able’ to pick up. dlstracting habltsu
g havzng become so used to them. -, .

¢ Self- assessment may cause some teachers‘to,become‘too 1ntro-
- spective and self-crltlcal this may cause them to have
quustlfled feellngs of 1nferlor1ty. ‘

g_The teacher may not recognize his/her strengths because of
too much concentratlon on weaknesses. - <: Py -

¢ The teacher S assessment may be too subjectxve to. measure

- 'such. important factors as rapport w1th students, warmth,
frlendlln s,.etc. _ . ,

e New teachers ma have 1nsuff1c1ent experlence ‘in recognlzlng
» good and bad teachlng characteristics, and may not be able -
. to make val;d comparlsons of their own teaching. .

. 6 ' ,-_n ' L. . 3 o -
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Supervisor Assessment o L s o S (\\

Eed

f‘ Assessment by the superv1sor can be the most’ 1mportant feed-
. back .for the teacher in terms of his/her professional development. .-
;Unfortunately, such assessment tends to occur far less frequently
than- is necessary for effectlve staff development. The advantages ~
“of thlS form of feedback to the' teacher are:’ '

a0 - .

2
a- -

H_v The superV1sor is able tc;brlng to the assessment a w1de
: range of profe531onal experlence. : .

N

e It can help An establlshlng a. cooperative working relation- .1f’

- ship between the teacher and supervisor for the.teacher's
profe931onal development. - , . : ,

. It helps the superV1sor to know hls/her staff well, the1r e
strengths and weaknesses, thelr profe551onal needs, and
potential - ) oo _ : Lo

e w;v It encourages the supervisor to- establlsh and ma1nta1n an’
L ~effective staff" development program. :

PR .

':7Some of the dlsadvgptages of thls form of feedback ‘to. the teacher
‘are:s o : .

ot

, e It is more threatenlng to have the superv1sor, who is an N
_authorlty flggre, asgess; the teacher. | o SR
) . 3 0‘.. - . . N
e Because the superv1sor may also have to assess the teacher.
for purposes of 'tenure,. promotion, salary, etc., it is .
sometimes dlfflcult for the teacher to feel confident that
_ this assessment is purely for. profe551onal developmeht
purposes and will not be used for - the more threatenlng,
admlnlstratlve de0151ons. L )
. If the pr1nc1ples for good assessment are not used by the
' supervisor, he/she will tend to be cast in the role of
“"inspector" or*"overseer" rather than that of "helper" that- *
. - .. 1s so.essential to effeqtlvely suppottlng and 1nfluenc1ng '
‘the teacher. : . .
*' o Because of the heavy schedules of most superv1sors, it is
often difficult to arrange this assessment, with its neces-
sary follow-up, at times that are. cqnvenlent to both the
teacher and the supervlsor. :

.h.ﬂg . T - ] . "

. Peer ﬁssessment R _‘._ o T g-/,,

Thid is any form of assessment of a -teacher by hls/her col—'
leagues. - A teacher may invite a colleague to sit in'.on a lesson '
.and give .feedback about variqus' aspects of the lesson that they

' have dlscussed together beforehand. o
w i ) }\’ .




. One method of peer assessment. that has been shown to be,
. ~effective for th professlonaf deve10pment of new teachers 1jla
. °team method by ich teachers join: together to encourage rand .
.assist each other in their. professional’ development. A team
-might consist, of two, three,‘or four new teachers, and one expe-
rienced teacher who is NOT an authority figure.  The team. together
works out a program of assessment whereby each member is assessed
.. by the rest of the group. If possible, the group observes a
. - lesson glven by the member being asgssessed, having agreed before-
' hand on the 1nstruments to be used, and whether various members

of the team will conceéntrate on selected aspects of-the-teachirig — 7

rocesgt If”it 1svnot possible for all the group tQ observe the
‘lesson, it may be possible for the lesson to be’ v1deotaped - and
,observed and discussed by all members of the group.later. After
: this observation, all membera of the team meet together to dis- .
- cuss the lesson, and to dlscuss ways of helping to. develop their
o teachlng skills. :

_ For thi method of peer assessment to work the'follOWing
- guidelines - ed to be observed. . . ‘ Co

. e The teacher belng evaluated must have the opportunity -to .
. react to the assessment, to dlsagree, and to call a halt to
o the feedback when he/she has had enough.
e The assessment must be strlcﬁiy confidential w1th1n khe
- group with the assessment instruments being g1ven to the
assessed teacher and no records belng kEpt by the other
-teachers. - , , é e ~

¢ The comp051t10n of the team must not change w1thout the'
unanlmous consent of the team.

. Complete openness must be establlshed by the team,’ otherW1se
it tends to become a mutual admiration team where each con-

- gratulates the other,’or it can become a gfoup that tends to
"hurt each other . SN . _ ) . -

A L Y .

e There should be only one experienced teacher in the' team.

- This teacher must not hold a position of. authorlty in the
admhmlstrat;on of the 1nst1tutlon , _ '

o The experlenced teacher should not be of an authoritarlan(
character. Such a person would tend te inhibit the interac-
tlon of the group '

Y

The advantages of peer assessment to sthe teacher are:
e Research.has shown that teachers tend to be 1nf1uenced most '
‘'by the judgments of the1r colleagues. - :

"o_Except for selfeassessment, this is the least threatening
form of Bssessment.‘ . : '

o . | - | | 44 “4(;
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‘. among the staff. N .

> 1 : L ,
‘s It spreads the burd@n of staff assessment among other staff
members and relieves’ ‘some of the pressure put on the super-

fﬂ”v;sor. -

R - . _ A %
b L ' - ’ ’ LA
e It eﬁ;;::Lges the development of profe351onal relatlonshlps r?‘ '

o It focuses on profe531onal performance for staff development
- rather than inspection for salary and other related adminis-"
- trative decisions.
e 'o*It“increaseS”thE“validity 6f7themas§é§§ment'by'offering a i
o variety of judgments by a number of colleagues.
e It establishes a system whereby teachers can see the -effec-

tive skills and ideas of their colleagues,,and apply these
, in their own teaching. ' - . [+ Yog

‘r.
L IR SN - . " .

S5ome of th% disadvantages Of this fbrmfof asséssmentware:

T s e It may be 1neffect1ve if the peers are not absolutely honest
v with ‘each other. :

e A group of teacher! s sitting in on a lesson may dlsrupt the
class, more than'the presence of just. one superv1sor. .

-~

e It is more dlfflcult o coordiate the schedules of a number )

of other teachers that they can all see the lesson
together, / , -
.- e If it is not handled well, it may create interpersonal

resentment Jamong the staff.

> time demanded of! th& members involved. However, the
assessment does not occur frequently, EPen it is 6f llttle

@ worth to any one. - :

e A peér'asg ssmen} team may be. ineffioient in termzéof the

Student Assessment L

This, is any form ot assessment of the ‘teacher by hls/her Sy !
‘'student®. It 'is initiated by the teacher, and the feedback is \\
‘seen only by the teacher so it is strictly confidential. The
advantages this form of feedback to the t&acher are:

* ® The students have had the ‘maximum exposure to the teacher's

| skills and therefore have the greatest sample of those
\sﬁills on which to make-a judgment.

¢ The students are the most affected by the teacher s compe- .
tencies and are, therefore, in one sense most concerned '
about the teacher s effectlveness. :

par)
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S e In the most abstract areas of teachlng'skills, such as
S arousing-jnterest and motivating, the students themselves

_cah'beszﬂmaie this Judgment.'f_ . :

. . A

e The teacher is more likely to accept an opinion .that is :
expressed by many persons than by just one person. .

. It can assist in esﬁabllshlng a trustlng and favorable rela-

§’» . - . tionship between the:teacher and the students if the students

o " ' become convinced by their involvement in such assessgment that

the teacher is maklng a.genulne effort to xmprove hls/her

teaching. S

* . Some of the disadvantages-’o’f this-: form of feedbaqk to the _teacher. |
ojStudents may not be’ perceptlve of what constltutes good .
teachlng in some areas of teachlng

o Studehts. ratlngs may be more influenced by their grades
. than the teacher's skills. - [
_ e o It may make student dlSClpllne more'dlﬁflcult for the . ‘
T ~ teacher to maintain. . L A Sty

.

‘Geheral Principles of Assessment
With any of ‘the above forms of assessment there are som
~ general principles- that need to. be. observed so as to.make th
~actual assessment most effective. These should be .carefully
considered and followed where relevant to the program of assess-

'ment

.

L The person d01ng the asse351ng should be as’ unobtru91ve as:
possible, both to the teacher and the students. . It is often

" best if the assessor 'sits at the back of the class, behlnd a

+ student so that the teacher has a m1n1mum view of him or her.

s e The assessor can’ dlsturb the teacher by periodically writing

K . down comments in a noticable way. The teacher will wonder
e  what he/she did to cause thé assessor to react.. Therefore, _
o the assessor should record comments and judgments in an &
' unobtrusive way. ' This can be done by sitting behind a :
: - . student so that the teacher cannot notice when the assessor
Y. . is recordlng refictions to the lesson.” If the assessment is

‘ belng done in a laboratory, it may be 1mposslble for the

assessor to record such reactions unobtrusively. In this

case, it may be better for the assessor to wait until the
observation is over before recording any reactions. g
: _ : . T . /
e The assessment should not be discussed with .students, or any
- other person unless specifically agreed upon by the teacher|
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) Assessments for staff development should be arranged before--
hand. Times, instruments to be used, procedures, and compe-
tencies to be-assessed should have been worked out with the
teacher beforehand.

/ '
[ ‘The assessor should do everythlng possible to put the teacher
at ease by dlsplaylng a friendly, supportlve, sympathetlc
‘manner.’ o . v .

Aqéessment relatlng to staff development programs. must be

. and, therefore, an expression ‘of the teacher's own motiva-

N tions and professional initiative. Thus, the assessor needs.:
~ to convey the impression tg the teacher, and the students,
& that the teacher is in control of the SLtuatlon.

Y The ‘assessor needs.to observe the lesson long enough‘to be .
‘able’ to make a valldg?udgment of the competenc1es‘be1ng
assessed. : C

‘0 Thé assessor should glve the teacher a wrltten record of
hls/her reactions so that the teacher may study them at
length.

e Feedback from the assesement,should occur as soon as possible
after the-assessment, and be. p081t1ve and helpful. :

. : Thus, it can be seen that ‘an assegsment program needs to be

' -designed and. executed accordlng to definite principles and estab-

lished procedures if it is to be .effective in generatlng a worth-

~while staff development program&, . - -
LA ‘ You may wish to read the following references:

[ Optiomil Bellon, Classroom. Supervision and Instructional

\ Acuvity Improvement (discusses -new directions in staff super-

. . vision;- the pre-observation conference, the classroom -
: \-.."' -observation, and the post-observation conference) ;
o and/or Allen, et al., Teacher Self-Appraisal: A Way
_ . of Looking Over . Your Ownt_Shoulder (presents informa-
R tion on.methods of, and techniques for, appralslng ’

'_teacher personnel development needs. . .
| N . . &

M o seen to be subject to the teacher's professional autonomy; e
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-The followinq items check your comprehen51on of the
‘material in the information sheet, "Appraising the
. Personnel Development Needs of Vocational Teachers,"
‘PP. 31-47.  Each of the thfee it¢ms requires a short
essay-type response. Please expEaln fully, but~
2 N p” ..briefly, and ‘make sure you respo d. to all parts of
N <o é',each ‘item.,

a ‘ o R . ) ) \ o

_ _ _ ~ . Voo L .
1. What are the principles of effective teacher agbraisal that
"are being neglected in the follow1ng 1ncxdents, and ho&__g_\
thls neglect shown? . e

El

&

a. The vocat10na1 supervisor lnforms a teacher that the : o
supervisor will be visiting the teacher' s classroom’
withln the next two weeks to observe a lesson.

-t

Cae
O

‘b. The supervisor tells the teacher that, for the purposes
.of staff developuent, what he is really interested in
measuring is how well the teacher motivates the stu-
dents--for he believes that motivation is the most
1mportant factor in learnlng. -

. e
3 . 5ea

4 . ‘ b CoA o
c¢. When the suﬁg%ylsor observes the lesson, he writes his
~reactions on,a piece of yellow note paper that he bor-
rows from the teacher. .




e ' - d. Inm diScussion later with the teacher concernihg'hls?
T ,assessment the supervisor remarks on the teacher's
. /' _ A “lisp,’ though he assures the teacher that it was not

- : - ) very pronounceq. _ ;

E 3

e. *The superv1sor informs the teacher that - he is going to
- o - videotape a.portion of the next lesson he observes, so
. ' _that their discussion. can be more objectlve. The . -

class, however, the supervisor insists that it will
help-their later .discussion.. : v

) £. When-the-interview‘is;comﬁieted, the teacher ashESthe

L “.' " supervisor for his written comments. The supervisor,
S ' .. however, says that he prefers to keep them for future
o i reference. : o -

I3

teacher is mot pleased with.this‘as it may disturb the f

+
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Briefly describe the major steps iﬁvolved in an effective

assessment program. \ . R
M L}
\/
i AN . -~
- . R ‘ﬁ ' R \ -
"‘ e N ' 'y -
,‘ ( +
_. ' . . . ) ’ » . )
Compare and contrast student assessment and superwisor
asgessment of the teacher's classroom and laborat teach-
ing competenc1es.\ ' T
— ? - . . . " - " . 1' - '
! ' , A
R :
a A - :
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"teacher. Pers

—

'Compare yqur written: reeponses to the "Self-Check"
with the "Model Answers" given below. Your responses.
‘need not ‘exactly dyplicate the model responses; how- " .-
ever, you should ‘have covered the same ma;or points.

Y MODELANSWERS

‘The first principle thaq the supervisor violated. is

coopgratlon--the supervisor and. the teacher should have.:
met to work out an assessment program which was agree-
able to both individuals. In this incident, the veoca--
tional supervisor informed the teacher of the lmpendlng
classroom obsérvation rather than determined a specl-
fic date and time together w1ﬁh the,teacher.

The prlncrple v1olated in. thlS 1n01dent is that of com-
pletenesg. The superV1sor restricted his attention to
assessing the teacher's capacity to motivate students.

‘While this single aspect of effective teachlng is

important, it should have been assessed in relation to
the many other competencies that are also involved in
influencing student learning. The staff assessment
program should consist of several observatlons to

assess dlfferent aspects of the teacher's performance.

This incident v1olated ‘the pr1nc1ple of objectlvity.
When making an observation for the purpose of assess-
ment, a superv1sor should use a detailed assessment .
ingtrument in order to make the observation more objec-
tive. This supervisor didn't use'an assessment instru-
ment. The haphazard methog of assessment has the fol-
lowlng shortcomlngs- (1) ‘the teacher is not aware of-
the elements ol which he or she is being assessed,

(2) the supervisor may not remember all the elements he

"or she w1shes to assess.

abildty in th e remarked on a speech defect of the

al characteristics such as this usually
cannot be changed, therefore, they should._not be evalu- -
ated. . ' ~

'I‘he Superv1so§nored the pr1nc1ple of influence-

In this incident, the supervisor neglected the princi-
ple of consent in that he insisted on videotaping the
next lesson in spite of the teacher's objection. Even:
though the supervisor's reasons were- probably sound, he
should have tried to change the teacher's mind and
obtain his or her consent, or drop the idea of video-
taping the lesson Videotaping under these circum-
stances may 1nflu2nce negatlvely the teacher's perfor—

_mance while belng observed.
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.7 7+ - £. The principle of purposefuvvﬁv/ “§j'igno:ed N ¢his .
: -instance.‘ The teacher provﬁll( und -1t af ¢ficult to
* imagine that the agsessmenv,VsJ’bhreIY‘far tne teacher's
own personal professional gw”vy ent Needy shq woulq "
be used solely for that puypOy9. Wnen, the mypervisor
‘ . insisted on keeping theAlsywﬁiﬂﬂaﬁifgikfbtngo-rgfere ce.
S - A supervisor ofteh doéivhavv:bdb\ﬁia' SgeseplNts of .
Sy e teachers for offiqia.lﬁtecoynd\ f/‘%k théBe ﬂhoﬂtq be Kept
R "t separate from thosae'made f£y.! V) ¥ deVelopmest pubpOnes.
o : . fpgg should be treatédd diffgx&NVlk\ “ N pmgvxwpksg“ﬁi .
v ' : ' ’ . I S oy e .
'2." There are seven major steps invwl“ﬁduihwan effcetivg'&sneﬁs—'l,'\
ment program fof;staff‘develomeﬂk f 'NogeP: Theg® are !‘g 2
(1) determine what is to be.meagﬂ*%dp t2) COngidgy the " X
* standards at which the teacﬁing'pﬁkf §N%nce myst pe gemop~+r -\ -
strated, (3) judge the teacher'y QQ?ﬁs%mance agaypBt “those - ." "
- standards, (4) respond to that jﬂA Fh\' (5) cOtgiNicate the - =
results of the assessment’' to ‘thy Rea q%r beihg dgsyged, S
(6) design cooperatively a pequﬂﬂ§1£h§Ve10pment plan” for t L
~ the teacher based on the resulty Ab p N as8C8gments) - -
. (7) motivate the teacher to.undqgRak Ve Btagf gevVeropment
program. : T - ", : . tr

- 3. In student assessment, the'studqﬁﬁ& 3%‘Q eXPerien¢@) a great
N\ . deal of the teacher's skills anq;ﬁﬂaro§qge ang, plrefore, -
- -.they have a greater sample gn whf4’h’ y make their Juggment.

. "The supervisor, on the other hands fMd; avé Qbseryeq only - !
' one or two lessons of the teacheg/ #ﬂ,vxtnuﬂ. hag 2 pmuch

more restricted sample.’ ~ ; . .

In student assessment, many seta ¢f lsaponees’ére,b§ing
-. . recorded as o)posed to only the 4¢D¢/eisof'ﬂnreﬂpoﬂaes,'
T Therefore, if all or a majority ¢ \vﬂa étudehtg"re&ponges

~. " . mention a particular weakness, tp¢ V/x?her Will £enQ to- be
+ - more persuaded that such a weakng¢8 . r‘atgg' It {5 Susgier
', for the teacher to feel that_the’#“y/ ¥igor 8 obgefVation of
the teacher's weakness is an erryl vl th, 4UBervigOl'g palft
than for the teacher to maintain Vh§¢ §11 the gtygengg are .
‘mistaken. S ' s , o
Student dssesdfient can be undertykMy Zk any time cOnyenjent -
to the teacher whereas assessmeny. VY % guPervigef may b€
more difficult to arrange bgcausy OY Vg gChedulgs. The,
students can better judge .such agpﬁer Of the geacner's’ T
skills as the capacity to motivape: 9 g INteregts explain ¥
clearly, etc., because thegstudeytd ¥ MgelVes Wil be moSt . ‘
aware of these experiences. Howy VY /Ny gUPervigoT prinds - ..
a great deal "of.experience to th@,Q§geuﬁmeﬂt'faﬂdtiﬂ;ﬁthefe-
~ fore, better able to make valid yuRy Nis 320Ut the-teachipg: .,
- ' performance.  The supervisor wil] QY O\~ influenced by §qShy. s -
- factors as the student's grades; ¢hQ?BQ$BCt0rs'may,Ptejudﬁgéfg
- the students' judgments. The subﬂkvlaqb,is More 1ikely todw,. o
-understand staff development neeys W' ' ype Student8 and 'L . .
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will, therefore, make judgments that ‘are helpful to achleV1ng.

ostaff development goals. Finally, with either form of

'~ assessment the pr1n01p1es of good asséssment must be'Vigor-
ously followed. If not, the assessment will adversefy

- affect the relatlonehip of the teacher with the students or
. with the supervisor, and tend to demoralize the teacher:
rather than motlvate him/her toward self-lmprovement. '

. g ° ﬂ‘

Rl

- LEVEL OF PERFORMANCE: Your completed "SelfyCheck" should have
_covered the same major points as the model rgsponses. ‘If you ¢
missed some points or have questlons about @ny additional points

. you made, review the material in the information sheet, "Apprais- .
ing the Personnel Development Needs of Vocational Teachers,"

pp.’ 31-47, or check with your resource person if necessary.

. ~ L 4
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Enabling -
~ Objective -

) Aqiivitv :

‘ After completing,ﬁhéiﬁequired reading, demonstrate

b ’ . B . " @ )
‘Learning Experience IlI |
" OVERVIEW. B o ‘
. , - A . J

the ability to use]efféctively teacher assessment
instruments for appraising the personnel .developr L
ment | ee&gﬁof vocational teachers. N ’

.

You will ‘be reading the information sheet, "Teacher

-%EseSSment Instruments and Their Use in Appraising |- s
he pérsonnel Development Needs of Vocational

Teachgrs," pp. 59-85.

.

v

You will be reading the "Case Situation," pp. 87-90
and ‘critiquing a hypothetical teacher's ability to
develop student’performance abjectives.

y 17 ;" - . ' v “.‘“~
You will be eyaluating your competency in érélc—‘e. ‘ .
tively usingd!’%gher assessment instruments for ; ', </ =
appraising tH€ personnel development needs of voca- -
tional teachers by comparing your completed criy '/}Z/ALf'ﬂ
tigque with the "Model Critique," pp. 91-95:, w @ v
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. . . : .
QVERi{EW,qenziﬂuad_ g e - =
\y You may wish to participate 1in a serxies of simu-
0 tibnal' -lated activities which will allow you to experience
A'::tivitv the intefaction between a supervisor and’a teacher .}
‘ : being assegted” * ' '
o~ \‘ . . '.
. Lo | , )
— v
\ You may wish to intexview a vocational adminis-
’0 honal trator or supervisor who has been successfully
A’:t:c:t'; appraising the personnel development needs of his/
i ‘ her, vocational teachegs. === == - o
. ‘ : . d
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For examples of, and information on, specific instru- .
ments and their use in appraising the péxgonnel ‘
developmeft needs of vocational teachers, read the
following information sheet. ¥

TEACHER ASSESSMENT INSTRUMENTS AND THEIR USE IN APPRAISING.
THE PERSONNEL DEVELOPMENT NEEDS OF VOCATIONAL TEACHERS

t

Introéictioﬁ

The important principle of\Sbjectivity that needs to.be =~ =
observed in a teacher assessment program requires the use of
. effective assessment instruments. Unless such instruments are
used, it is virtually impossible to conduct good objective assess-
ments. And if objective assessments are not mAde, the assessment
~is likely to have ‘such adverse effects on teacher morale and T,
——ipativation that-it-wbuld-be -better if they.did not occur at all. h

Within this information sheet, therefore, wvarious instruments and "~ 7777

their use are discussed, so that you, as a vocational supervisor,
may be able to construct er sglect instryjents that will assist -
you in achieving the goals of an effective teacher appraisal’é

program. X
' ‘,Charactggistics of Good Teacher Assessment Instruments
N The characteristics of good'teacher assessment-inSFruments ril\
“will vary with the specific purposes of the instrument and the ‘\\\g
.type of assessment being made. The purposes of assessment renge

from the intentjon to make a fairly general estimate of the
teacher's-ability to perform a cluster of related. competencies ‘
. (such as the ability to conduct a laboratory session), to a \ ’
v sgpecific analysis of the teacher's performance within a particu-
" lar competency (such as the ability to employ oral questioning’
techniques). While the types of questions and the amount of
‘detail appropriate to any instrument q;ll depend in ‘pagt.on the
particular purpose and type of assesgsent, several chdfacteris-. .

ics are important to any assessment’ instrument. These include:

e The iﬁst%uﬁent should be measuring whap it purports to mea- ,
surei that is, it should be Valid. t
: , .

- - SRR S .
. '® . The instrumen should be consistent in fké measure; that is,
it should be-reliable.
. 8 ‘ ¢ :
e Evaluations.with the . instrument: should be similar for any . N
»/ A vjudgment-gn'a teacher, no'matter who uses it, provided that - .
' . the ipersons using it have similar expertise for,judging '
effective- teaching. : This means that the evaluation madégL’

with the irnstrument is as objechive as possible.

o - o ; : : - o LA
. L ) t. . L. . . . 4 ) ‘1, .
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e There should be sufficient.detail in the instrument- to allow
for a careful analysis of the competency or competencies
being evaluated. The tendency is that the more general the
questions, the more subjective the judgment must be in

- responding to those questions. -

e The questmons in the instrument should be stated, as far as
possible, in performance terms. Performance statements
encouragde the Judgments of the assessor to%be objective.

e The instrument should not be so detailed and lengthypas to
be impractical to use or unrealistic in jts pre01s1on.
1

e The questions in the instrument should thoroughly cover the,

‘competency or. competencies that it purports to measure.

e e L G B e T
A ; —

. . *

We can consider thxee general levels of assessments and
their characteristics. ulffeﬂent types of assessment instruments
will be needed for each of'these levels. The first levef'of
assessment is a very generalL,overall agssessment of teachers.
which seeks to categorize them as good, average, or weak. Many
instruments are de31gned for king such a general evaluatron of
teacher's skills.  Yet, thls ype of evaluation is highly suspect
for the follow1ng reasons. ) ' :

- ® Phe skills involved in teaching are many and complex, ‘and
all teachers will tend to be stronger in some areas than in
others.” It is, therefore, inaccurate to assess, teachers as
though there is one Sklll alone that determlnes ‘whether. they
are strong or weak. : .

e A "halo" effect genérally‘pccurs whereby one domlnant char-~ .
acteristic or skill of the teacher causes the assessor to .
rate the whole of the teacher's cagabllltles according to
the strength of that partlcular charact rlstlc or Sklll

. o The/assessor tends to be very subjective in the assessment
' DBégause the parameters of teaching are not detalled enough
to permlt objectlve assessment. : .

~

. Thfs assessment gives no real guide to the teacher for per-
sonal deve10pment as it does not spec1fy clearly enough

W areas of streng!h and weakness..

The second ‘level 1s an- asgissment of a comb;gatlon of skillls
in a unit’ ‘of instruction. An ample of this 1is obserV1ng a

» classroom or laboratory lesson as, an integrated whole and assess-

' ing the strengths and weakhesses of the total lesson. This

asseé%isgs.may look at the teacher s skills in 1ntroduc1ng the
e ' Y . ‘A
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lesson, arousinq the students' ' interest, presenting the perfbr-

‘mance objectives for the lesson, reviewing relevant material, .angd

moving from the introduction to the ‘body of tlie lesson. Such
assessment would not only be looking at the teacher's ability to
demdnstrate particular competencies, but also the teacher's skill
in combining these competencies in. the teaching process. .

‘The third level is an assessment of the defailed strengths
and weaknesses of the teacher in prelation to a particular compe-
tency. 1In this assessment the¢ teacher's capacity to motivate
students may be ‘analyzed, or the ab}llty to prepare handout
materials, ‘or to use the overhead. prodector,Netc.- This assess-
ment requires an instrument that covers the components of ‘the
particular competency in con51derab1e detail.

)
Samples and Description of Assessment Instruments

.

. . . - , ,
The Faculty Evaluation Instrument, (Sample 1) 1s*an example

-of an instrument that 1s used to make a general assessmept of the

teacher's ability .to present a lesson. While the instrument is
headed, "For Observation :and Analysis of Classroom Teaching," it

'will be noted that.only a general analysis is possible by using

such an in&trument. The ratings are also likely to be rather.
subjective because of the rather broad and difficult to observe

parameters that are being considered in some. items. For example, -

:item #2 says that, "Lesson was begun where students actually are

in relation to problem.® ‘It would require considerable testing
and probing on thé part of the evaluator before an objective
answer could be given to this statement. And then, individual

‘differences would probably make a generalization suspect.

e

The response is also likely to be rather subjective to item
$#6 (materlal clearly ‘and "logically placed on.chalkboard) because

- words like "clearly" and "logically" tend to depend as much upon

the capacity and knowledge of the person viewing the lesson, as

upon the capacity of the person glv1ng the lesson.

o~ I nsidering the rating scale for thls 1nstrument, we -
could ask purselves what exactly would be the difference between
a teacher yho was rated "good" on 1teT #19 (freedom from manner-
isms) and dne who was rated "average," or "poor." ' How many
mannerismsf does a teacher have who is average? Or, in terms of
item #8, Jow many contrlbutlons of students need to be heeded and
built upon to make a rating of "good," in contrast to a ratlng of
"fair"? While it is valuable to gain a general®overall impres-
sion of-.a teacher's capa01ty to conduct/ a. lesson by using such an

.1nstrumént as this; it is obv1ous that such an instrument -has some

11m1tat10ns, espe01a11y°for produc1ng the type of analy51s that

) would. be helpful for staff development purposes.

o -

IrA
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e | SAMPLE 1

FACULTY EVALUATION INSTRUMENT®

\

I FOR OISERVATION AND ANALYSIS OF CLASSROOM TEACHING

Taacher Clamm _ _ Dhate (bserver
: - 1
K ’ hth‘"
Some Eabentiala of Guod Teaching E G AV P Obnerver's Comments
The Lepaon: .. . b , '
M I Purpose of lesson vas nhared '
. with atudenta. - . .
* 2, Lessson waa begun vherr atudentn ' °
. } actually are in relation to
’ problem. ~ o . .
3. All students were motivated with v '
ralavance to lesson.
v 4. Laswon related to present and
future needs of student, o _
The Matarial:
2 5. Visual aids end refarences umed
‘ vate adequately explained. o _
6. MNatarial clearly and loglcally . .
placed on chalkboard. o o
7. Physical facilitien were ade-
quate. o o
The Students:
8. Contributions of the students
? wers heeded and built upon, - _ o M
9. Claas time wvas efficiently used. - o
10. Clasa study and asaignmenth were
ad«ute. - o N
11. Studenta’ answers were evaluated ‘
‘ by.other class mewbers. ¢ N o
«
T ‘The Taacher:' - - ‘
12. Teacher deponstiated knowledge . . -
. of subject . . _ -
13. Teacher uagd firmnenss, dinci-
- " pline, and|tact. _ _
14. Teacher developed gooud (hlnklnu R Wt
* and unifaratanding. o _ ’ .
15. Teacher's questions were chal-
lenging. o e .
'16.  Teacher shown grac louuneua and .
aysipithy with studenta’ effores. -
17. Clasa intarast. . .
18. Voice, cleanliness, volume. § i
] , 19, Freedom from mannerisas. ~
- )
' “#Source unknown
“#okncellent, Good, Average, Falr, Poor
. [} M
- R - 0 i
— . - S
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Two differcent tyﬂbs of student rating scales are given in
Samples 2 and 3. The essential difference between these is found
in the rating rather than in the items, although the Forced Choice
Instrument is much more detailed, having twice the number of .
Items that are found in the Graphic Scale. The types of ratings
that are found in these scales are generally known as a "Likert
type rating." That is, they ask the pespondent to rate a state-
ment alopg .a 4-point, 5-point; or 6-point scale indicating strong
.agreemerftt to strona disagreement with the statement. Scales that
have an even number in the rating (four or six points) are often
classified as forced choice scales because they do not allow for
a neutral position (average, undecided, etc.) in the rating--they
force the respondent to ma‘e a positive or negg}ive response to
the: item. Scales that have an odd number ‘in t rating (five or
seven points) "generally allow the respondent tQ take a neutral or
undecided position on the middle point. '

. B \

An "examination of, the student rating scales will reveal that '
many of the items are*rather general (e.g., item’'#4 in Sample 2,
"Have clear explanations been made of the important ideas?"). '
However, it is probably more realistic to expect students to be
- able to give a reliable general impression of the teacher's capa-
bilities, than a detailed analysis of a competency. If all the
students tend to agree on a particular rating of ‘the teacher.in a
general area,’ then the teacher could respond by asking the super-
visor to use a more detailed instrument in that competency area
for a mare thorough analysis of the teacher's strengths and weak-
nesses. - ¥ - R

o

Two parallel instruments are given in Samples 4 and 5.  .These
are designed to explore the capabilities of the teachey across a
spectruim of compétencies relating to classroom and laboratory
teaching. By using these instruments, a profile of' the  teacher's
personnel development needs can be drawn up ‘and a more detailed
analysis made of competency areas that are felt to be weak.

It can be seen tliat Sample 4 i's designed to be a self-
assessment by the teacher, and Sample 5 is a similar assessment
. 0f the teacher made by the supervisor. Each of the instruments
‘requires an overall assessment of the teacher's ability in a L3
'particular-.competency, and.a rating of the importance of develop- -
ing that ability. The use. of these instruments by thc teacher
and the supervisor allows them to recognize and discuss . .
possible differences in the assessments’ of both the teacher's
‘competencies and the relativefimportance of developing any one of
those competencics. Tiis can ‘be a valuable means of applying

both the principles of| cooperation and of consent. A cynference

between the teacher and the supervisor .should allow a construc-

.. tive dialogue to orcur concerning the teacher's competencies and
the importance of the different competencies to the teacher's

_ present responsibilities. The use of these two.instruments

permits the discussions of so that understanding and agreement

X 63
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SAMPLE 2

. \ - S .
B STUDENT INSTRUCTIONAL RATING SHEET*
Courne nume ) i
\ : ! ’ ’ ' f
v Directions: Clrvle the namber whileh most nearly Tudtoates vour cenponae, (1 @ high, 3 = widdie, 5= low).
i‘ 11 vour response fa best dndloated between the verbal deacript len given, olrele numher ¢ or 4,
1. Have the malor chlectives heen made « lear !
A 1 P ' h 5
Absulutely clear and Somewhat fear Not clear at »ll
detinite .
2. How much agreement wan thery between chjectives and aWreements? ’ ,
1 ) R } i i . i}
Very clowe apgreement ) : Some apreement Very Hittle agreement ’
. . '
3. How would you dewcribe the orgaatzation of lass presentationan?
1 ) | o 5 B
Well urganized . ' Moderately well Poorly planned
T } - organized
- i \ Y.
4. Have clear explanat tons been made of the fmportant fdean? .
a 1 e ) N 4 ] >
All of the lmportant Sume ol the Amportant 1 Very lew of the
ideans have been ' " tdenm have heen important idean have
clearly explained pluearly wixplatned heen clearly explained
o N . . i ‘ H
5. ‘Did this Instructor encourage you to woek hiw help when neces ary? ' : .
. ¢ : 1 2 3y T & 5, :
' [ felt welcome to ' wort 1 felt hemitant to 1 avoid seeking help
seek help Aeck help ' . .
6. How well was class time uped? .
1 . w o3 PR 5.
. Very effectively Satisfactorily Unsatisfactorily
» . at timen
. o 7. Does this Instructor have apeakiug manner{ams or perdonal tralte that loterfere with your learning?
- 1 M " ) A 5 )
No annoying Some distradting Conatantly exhibits .
. ) manner iams o mannen!ama N diatractingsmannerismn
. . - . .. } . . EY '
BN 8. How would you dencribe the attitude ol fellow mwp}n_nra toward this tnatructog? !
1 . 2 - w 3 - 4 - 9
y-. Attentive ' Passive and h\_dlll’prrp( Inattentive or even
" antagonistic
9, How much time and etfori dig yon put tnto thia class compared to clanaes of equal rred!l‘?
: 1 2 3 A S
Considerably mure « Abcut the same Much lean
* 10. How stimulating havedthese clasnes, been? '
1 z ¢ h 5
Very stimulating Fafrly atbmalating Usually dull
) What has been your ¢lasys attendanee? . . :
1 _ 2 ) 37 D 5
100% attendance or I have cut between «1 ‘have cut over one-
. . clone to f{t 10-297 of the clann third of the t¢laan
: 12. Have you been recefving ludr grades. in this lass?
" ° " v 1. . )Z 3 » b 5 }
Absolutely falr Some falr, othern Unfalr and undemerved
- leas &80 grades
. Madapted from Wabash Valley Cnllue.‘ Mt. Carmel, ltlinolam, -
< -
» .
o - 3 ,
ERIC , ~ " 9
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A FullToxt Provided by ERIC
-~

A .

STUDENT QUESTIONNAIRE I,

(Ingtry tor wnd Courne Fvaluat bon Form)
Directions: Your help Lo tequestod (n evaluating the
educat lonal programs at ’ v Pleany
resppnue to sach statement an accarately an posnthie,
VE you dacnot understand o statement do nat andwer
tt, Pleame do nut wlgn youe wame fo this gquest jon- : H,

nafre, ¥leaws check only e abteinat tve,
. FERSUNAL DATA v *
1. Sex: Male beema L e v.'
2. Your vumulative grade potit average ot the end 0.

ot yuur lest semestesr of atteaddoce?
4, 1.9 °0r abuve *
Th. 1.0 to V.49
c, 2.8 to 29
Lode 20 te 1oAY
‘.-A @. bhaluw 2.0 »

10,
CCHARACTERISTICS OF THY LEACHFR AN TEACNHING
Pluwanw CHack the une heat alteraad l\m’fnr EATR (T Y YO
mant . '
3. The instructor pro Senty the subject matter
cloarly. [
a. Almoat alwavs
) o b, Otten B
: e Sumetimcs
v ~_d. Rarely
4. The instructor strenses learniog rather than
grades, R .
e. Almost abwavs C . R N
Oftan ’ i Cd
Ej‘w; “Somet imes’ ) .
T4, Rarely

9. The {nseructur stimulates students to Indepen-
©ogent thinking or reasuniog. ; . .
e 4. Almodt.always ‘\
h. Often” , | -
. ¢. Sowetimes
T AL Rapely.

.

6. The tnstructor adjonta teaching to the stadent v
levels of comprehension, N

~ 4. Almost always : 14,
_ b tUften
v Somel imen
______ d Rarely
.

et e ——— e = e 1y

EXAMPLE FORCED CHOICE INSTRUMENT® '

Il
f

The Insttuctor seems to be Interented in teach-

fng courmen wflectbvely.
a. " AMlmont nlways .
h, Often . ’
¢ Sumet imes
. Rarvly

The fnntractor-attempts to motivate all students

o learn,

2 . Almost alwayw
h, Often
C. Somet Lk
. Rarely

The “fastractor appears to have a thorough knowl-
wdge of the subjects he teqehs.

#, Almonst always

be Often

el Somet thes . Y
d. R.nrul'v . .
The Instructor is willing to give of his time and "
chforts in Lndividual help when students need ft,
a4, Almost slwaya : '
h. Often
. Sometimes
. d. Rarely -
The Instructnr uses vnrloiw teaching methods '
such as leeturea, clasa diacussion, audio*vigual
presdentatfon and group work. ’ I
A Almont always B /
- b, Otten )
_ ¢, Sometimes . - . . h
4. Raregy o )
Teﬂt‘hll\glmvlhud,ﬂ other than the lecture methods

...+ ATe used hy (natructors,

~a, Almust always .
b, Often

¢. Somecrimes

d, Ran:ly.

11, The instructor ia sensitive to students’ feelings

and problems,

_a. Almost always L
b, Often
. Sometimes - B

d. Rarely
The tastructor makes students feel free to ask
questions, disagrec, or express thelr ideas.
_ a. Almost always '
_ b, Often

v Somet mes

d. Rarely

*Adapted from Svuthedstern [llinots Callewy, Harrtsborg, 11linois.

.
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=
1%. The (natructor Ia tate and Impart sl In |lv.7}lnu ‘4. Reading asaignmentn are wot ton 81T Loalt,
. Cor with atydenta, ) ) ' A, Almont alwaya®
’ A, Almoat alwavn ) h, Often
s b. Often . . v Sometimen >
. . SometTmen o Rarely
K v 2.4 Rarely ¢
' ¥ N N o Corme tegtw are usually (el and banod dn the
*6. The Instructor expectn o reanonglite amount s ol ».llvrn o1 the Courde, .
.work In his courne. - : A, Almmt alwava
e, 8. Almont alwayn h.  Otten
. b® Ofeen 0 Semet {mes
. . Somct imen G Rarwely
__d. Rarety v . * . S
7 N , . M. Courme graden are falrly sasipyned, ’
17. " The instructor showe th he 1w lotepentedein © e a. Almost alwavn
e Almunt alwayw b, Otfen .
e __ b Often oG Semetimen
' o €. Sometimen 4. Rarely =~ .
_._. d. Rarely .
’ . 6. Teathouka are of valuable uae in your couraea.
18. The Instructor deals with relevant materbals in . A, Almont alwava ' :
. hia clana, ) b, UOften .
Almowt alwavn . Sumetimen
Oten .. d. Rarely . R .
Somet {men : \ .
Rarely 27, This courae (a relevant to'the needn nf atudenta.
) , . .. A Almoatialwaxse . ’
19. The Inatructor aska studehts to a-v.llug%ln * ._ b, often '
teaching aad coursen at thwend of the/memester. ¢, Somet imea
a. Almost alwayw . d. . Rarely
e b Ofeen .
. Somctimen’” T M. Your reapunsibilitiea in the courses are clearly
— . dJd. Rarely R s "' del {ned. . . - - '
__._ A, Almoat alwave
' 20. The Instructor shuws that he (n [nterented in o7 b, Qften
P students and wtudent learning as well an Hubject ... t. Scometimen
matter. d. Rarely
“__ a. Almont always . : R
4 b. Often 29, Cournes are oflered at a time and dsy which e
N c¢. Sometimes convertent for atudenta.
—____d. Rarely A Almoat alwava
. . b. (Often
CHARACTERISTICS OF THE COURSES _ ¢, Sometimes
. . _ _. d. Rarely
21, Courae objectliven are clearly mtated.
_____ a. Almont always 0, Clana time {a well aspent,
____.. b, oOften . a. Almoat alwave
_ €. Somctlimes . b. Often -
d. Ranely ._. ¢ Sometimes
™ ) d. Rarely
- 22. The amount of {lass work (s appropriate for the
credit recefved. . . 1. ' other Comments:
___ a. Almost always ’
v .___b. Often
c. Sometimen
- . d. Rarely [}
-\ r
' . \
»
L
- . » 3 ~
-
-
. .
~ . - ]
. . .
- » [
- / 1]
/ . , .
{ .
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. - SAMPLE S .

N " 'AN INSTRUMENT FOR INSTRUCTOR SELF-ASSESSMENT
OF PROFESSIONAL NEEDS AND ABILITIES |

.

tructions:

ig instrument is designed to help you identify your pro-

al needs and abilities as they relate to your present .
te )g position. Please respond to each question for each of"
the COmpetency statements listed. Your responses will be treated
confidentially and reviewed only by your instructional supervisor
for the purpose of facilitating your professional growth. At .no
time will the scores of individual instructors be reported to.
anyone. Group data will be shared with appropriate individuals
‘who are concerned with planning”and conducting our inservice

.~ education programs. It is hoped that your own carefully thought -

<« 7 out responsés to the items in this instrument will also help you

"' -better plan your professional development program.

. The c¢ompetency statements listed in this instrument have
.been selected from the 100 vocational teacher competency state-
ments contained in The Center for Vocational Education's Voca-
tional Teacher Competency Profile (November 1976).  The cornpeten-
cies listed reflect the professional skills that<h supervisor
could most_readily;observ 4n actual classroom or laboratory

teaching situations. Th mpetenciés also reflect. the titles of
, some of the 100 performa based teacher education modules which
» have been developed and 14 tested by The Center, and which are

available through the American Association for Vocational Instruc-
tignal Materials of Athens, Georgia. .

5

| \ -
Develeped by: | . ' Published by:

‘ ~ ‘ \ L
INSTR AL MATERIALS
V l M Enginesring Center— Univ of Georgra
Athens. Georgia 30602 ?

,j@ 842-258¢
’
i

AMER ASSOCIATION
FOR

THE CENTER rm VOCATIONAL EDUCATION
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STAFF PROFESBIONAL NEEDS AND ABILITHS: SELF-ASSESSMENT

Name: o _ .

' ’ . ; Date: L . v

For each of 'the' foltowling compfetency statements, plwlm' Indlcate your:
. . "g M

Estimate of Your Deslre to Further

- Current Abiltity Improve this Com-

. ‘ . to Perform this petency for Your.
Competency Statements Competency ) " Present Job -

CATEGORY B -  INSTRUCTIONAL PLANNING &ff Jﬁf &
‘ Y ) .
éﬁ ¢ efﬁ, < J _ & .SP
2 k .

B-1 Determine Needs and Interests

of Students - 1 1 4 | 2 3 4
B-2 Develop Student Performance
Objectives 1 2 ] 4' I o 2 3' 4
" B-3 Develop a Unit of Instruction’ =~ 1 2 3 4 1 E;Z. 3 4
. B-4 D;Veiop a Lesson Plan ) o -4 2 "3 ’ Z" "i,fi?é(.EFB -lb

B=5 Select Student Inqtructional S
Materials ’ . | 2 3 4 1 -2 3 4
B-6 Prepare Teqcher—Madé’inatruc- _ o . ) _
tional Maserials -1 2 3o 4 1 2 3 4

o

CATEGORY C - INSTRUCTIORAL EXECUTION

A Y
, . o . .
C-1 Direct Field Tr{ps ! 2 3 4 1 .2 3 4
Cc-2 Conduct Group Discussions, Panel ' ‘ )
Discussions, and Symposiums 1 2 3 4 1 2 3 4
C-3 Employ Brainstorming, Buzz Group, »
and Question Box Techliniques =~ 1 =2 3 4 1 2 3 4 -
. o ' )
Qgé Direct Students in Instructing . i . ' :
Other Students oL 23 4 1 2 3 4
- N\ . . : -~ ¢
C-5 Employ Simulation Techniques ‘ 1 2 3 4 1 2 3 4
C-6 Guide Student Study 12 Y g 12 14
. . -
N - «

‘_68 :i_ 6;;;



(;-I Direct SIt_‘mlvnt l..llmr."llprv e
" Experlence’ o0 . ! J
C-H Direet Students In Applyllw,\ | ' L.
. Problem-Solving Techniques L 2 3 4 1 5 3 .4
) : ' o e
. : . g
C-9 Emplaoy the Project Method 1 2 ) 4 1 .2 3 4+t
=10 Introduce a Ledgn - I 2 T ! 23 &
C-11  Summarize o Lesson C . 1 2 3 4 1 2 3 4
LC-12 Employ Oral ()uvl.*ltlm'lilw, ' ' _ -
' Techniques oL | 2 y 4 1 2 3 4
€-13 Employ Reinforcement Techniques | 2 } 4 1 2 3 4 \_\ ’
N ' . ‘ ) , . o
C-14 " Provide Instruction tor Slewer ' ‘ - - Ca
~and Move Capable Learners 1. 2 ¥ 4 o1 2 .3 4 0
u - e o ' . e
«n 0 C=15 . Prusent an Hlustrated Talk' o2 .3 4 1 !
T e-16 Demonstrate a Mnnipula'gtalvc Skil] ‘ ”il 2 3 4 1
. . : . T » ¢ . ‘ « l.l ‘ .l‘ i ’
C-17 Demonstrate a Concept or - B . T
- Principle .o P 2 3 4 ‘ 1
C-18 ‘Individualize [nstruction. | I w2 e 3. 4 1
———— e e B e T _‘: RO - .
~ C-19 Employ the Team Teaching Approach 1 2 3 4 - 1
C-20 "Use Subject Matter Experts to ‘ [N
- ‘ Present Inforpation . 1 2, 3 4 . 1
C~-21 Prepare Bulletin Boards and ; | m - " .- '
Exhibits® ) ., 2 3 4 | 2 .3 4
. . ' he Y
‘ r , .
C~22 Present Information with Models, - . _ s A ,
Real Objects, and Flannel Boards 1 2 3 4 1 2 -3 ’\.4.
C-23 Present Informatfon with ()vvrht' id ' : . . ) *
© and Opaque Materials S 3 4 1 2 3 4
C-24 Present Informat ion with Film- | _ ‘ L ¢ ‘ . ..
“strips and Slides | 1 2.3 e 1 2 3 4
o = N o ‘ ‘ .
- T T T T - . T T "_ T — :‘.5 ‘ft‘:l .
e ¢ ¥ -
; L
1] ’ )
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C-25

ey

c-28

-

]C-29

s

' Recordings

Present Information with Films.

- - - e

Present ‘Tnformation’ with Audio-'
. g'

-~ - "

Present Information uﬁth'ﬂele—:r L
,'vised and Videotaped Materials_

e \_.\\_

S

Employ Programmed Instruction

Presert Information with thel
‘Chalkboard and Flip Chart

-

D_l'

-

_'CATEGORY D - INSTRUCTIONAL EVALUATiQN

Establish Student Performance
Critetia

Assess Student Performance

”Knowledge«

Assess 'Student Performance:

,Attitudes .

Ass€ss Student Perf&rmance

: Skills

" Evaluate Your Instructional :

\'r-

_ Determine Student Grades

Effectiveness

s

2 3
7 3

(]

P

a

_CATEGORY E - INSTRUCTIONAE'MANAGEMENT

';E+4

s

3

Nﬁqgﬁuain a Filing System.

Probide for Student bafety

Provide for the Pirst Aid Needs'

- of Students e

', Self-Discipline”’ -

" Laboratory

E

Assist Students in Developing

Organiée-the'Vocatfonalv "

-

Manage the,Vocational Labotatofy

. WY .

g, /

' =4
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A AN msmumswr FOR surenwson Asessmem OF
o ms-rnucron marzsslomu. NEEDS AND ABILITIES

Instructlons.

a - a

; ThlS lnstrument is de51gned to - ‘help you as a locdﬁ admlnls—;A
trator or instructlonal supeyrvisor assess the professional needs .

~and abilities of members of your teaching staff. Please respond_'

.+ to -each. questlon for each of the competency. statements. listed,

' except where  you feel you . ‘lack an adequate. basis for maklng an
}gformed judgment. It is. recommended that these responses be
-treated confidentially and used only by yourself - as a basis for
counseling with the respective 'individual staff members .about.

their profe351onal development needs and interests. Ideally,

- thls assessment would be used in. connection with the individual
R instructor's -own self- assessment .0f his/her needs and ab111t1es.
_°___At no_time should yolr. ratings of individual: lnstructors be

reported to anyone, othexr than the instructor concerned. Group _
data might well be shared, howevzi!§w1th other individuals who -

. are concerned with plannlng and ucting inservice education
programs for staff. It is hoped that your carefully thought out
responses to the.items in this instrument will provide a useful
tool for you to6 use in helping individual instructors plan a

mutually agreed upon plan for profes51ona1 growth and development..

The competency statements.: 1lsted in thls 1nstrument ‘have
.been selected from the 100 vocational teacher competency state~ -
ménts contained in The Center for Vocatignal Education's Vpca-
. % tional Teacher Competency Profile (November 1976). . The competen—
+ . ‘cies listed-reflect the profe551onal *skills®™hat a supervisor
.could most readily obsgrve ‘in actual classroom or laboratory- ’

teachlng situations. The competencies also reflect the tltles of..

some of the 100 performance-based teacher education modules which
"have been -developed and, field- ‘tested by The Center:, and gwhich are
available through the American Association for Vocatloﬁ!K‘Instru_-
tlonal Materlals of Athens, ‘Georgia. ‘\ » '

Deveped by

AMERICAN-ASSOCIATION
FOA VOCATIONAL
INSTRUCTIONAL MATERIALS =

“- aml- aoa VCK:AYKNAL ID()CAYION - .

4mw-1wu:n t

- e . .-

s

Athens, Georgia 30802
404 3422586 )

. L . 2

Enginearing Center— Uriv of Goorqon .
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- STAFF PROFESSIONAL NEEDS AND ABILITIES: SUPERVISOR ASSESSMENT 5
.. o - Instrug}grﬂs Name}( Ta L T
. ST, $upervisnr's Name: " W ﬁf | .
L - ’ pate;"‘ . - %T .

[y
Y

Not&:

iR

}tﬁ B

',Perception of

‘For'each of the: follow1ng GOmpeteqcy statements, please indi

ge your L
Leave blank any ‘statemgnts about wh1ch you feel you S \; e
lack an ad%quate basis for assesqment ) : .

<

o

Judgment of this -

oy '- ..-_ . N Z_‘ ‘.' this N
IS e o 7o % Ibstructor's Cur-_.e Instructor s Need -
. , : RN Y Tt :
o , rent Ability to” -*j to Improve this
Sl . . - - ‘ . “Perform this'Com- - - Competency for His/
— . Competency ‘Statéements. .  petemcy o Her Present Job '
s : I -
. - . SR e .,
. o o S L _ T $'f<\‘\ i{ ) . .
. CATEGORY B - INSTRUGTIONAL PLANNING T . - .G * 1F,
s C S f g | f : 5
. ! N - < @& £
© B-1 Determine Needs and Interests : e :
\\ of Students 2 3 4 -2 3 L0
B-2 Develop Student Performance : LR . 11 g g;
© Objectives 23 4 1 2 ;3 4
B-31 Develop a Unig of Instruction 2 §3 4 1.2 3T
. - . .
. ‘ ] , . L e
¢ 'B-4 Develop a_Lesson Plan 23 4 1,2 .3 el
. .- B=5 Select Student Instruct1ona1 * . RS
. Materials 2 3 4 1 & ¥ &
- B-6 .Prepa e Teaoher—Made Instruc—',' : T
tiona{ Materials. : T2 3 4 1 2 3 4
T : i
. o I - ‘ .
. CATEGORY C - INSTRUCTIONAL EXECUTION
c-1 "Direct Field Trips . . 2 3 4 1 2 3 4
c-2 Conduct Group Discusslons, Pa &el,' -
’ }scusslons, and Symposiums 2 3 4 1 2 3 4
c-3 Emplo& Brainstorming, Buzz Group, - ) .
' and Question Box Techniques .2 3 4 1§ 2 3 4
CQA ‘Direct. Students in Instrurting . b X f
E Other Students ' , .2 3. 4 L 2 3 .4
C-5- ‘Employ Simulation Techniques 2 N 4- 1 2 3 4
: C-6  Guide Student Study - I 2 3. 4 1 2 .03 4
\)' : -_.*._..,_.c_.,_-_.';-,__.)_'.'“_’ e e e "'_’7'.‘ - .
e Ty,




{0 R Y
S Y <
-C~ Direct Studeﬁt Ltburatory — ; .
Experience . v 12 4"
. . o ,
c-8 .Direct Students §n Applying_ R o - - ‘ / ' o
- .Problenv-SleInpTechniques. ' 1 34 1 2 3 4
o : . 3. L P TR
’ .-'jc-9“¢,,mploy ithe Project Méthod . 1 3 4 1 2 Y 4
: . .“‘. .. ‘ L. : ..' .j’ /J’.\ . B
... C-10 Introduce a Lesson o A 203 ( 4 1.7 2 3 ‘lg'
. [N L . LA .
€-11_Summarize a Lessofr ~ T2 3 e T 23l
" C-12° Employ Ot'dl Questioning R . e - T ' T L
- Techniques - I SR P 2.3 - 4
' C-13 Employ Reinforcement ’Itchnique 1 ’ 4 l{' 1 2 3 4
-, C-14 'Provide nstrtmtion lor Slower ' o / . K .
o - 'and More ‘Capable ‘Learners o ; 1 4 1 2 3 4
c-15 _.‘Ptesent< .an Illustrated Talk 1 | 2 3 _‘ 4 ol 2 3 4
C-16 ‘Demonsttat‘ga M_anipu_la_'t'ive Skill -1 2 ) 3 4 1 a2 3 4
C;-17 ‘Demonstrate a Concept or : f "_ _ = : : L
Principle o A | 2 3 4 -1 2 3 4 -
CC-18 ,'.I‘.nc'lis}i'duzil'iz;e Instruction 1 2 3.0 4 1 2,3 W
. : - R . . ] .
C-19. Employ the - Team Teaching Approath 1 2 3 4 1 2 3 4
C-20 ste Subject Matter Expertb ‘to _
' Present Information . 1 2 3 4 1 2 3- 4
i C-2] Prepare;Bul,let in'Boards and . . - . ‘
sExhibfes ~- o 1 -2 -3 4 - 1 2. 3 4"
C-22 Present [nfd_tmutiun with Models, . -
Real Objects, and Flannel Boards 1 2 -3 4 1 2 3 4
\;5/, C-23  Present Information with Overhead , , . /Qp
: k “and Opagque Materinls 1. 2 -3 4 - 1 L B klo
C-24 Present®Information with Film- ( .
. -strips and Slides - 1 2 3 4 1 2“3 4
; 73 / .
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Co

) R . . . f ’ & ‘ ‘. ’ : .
e o . : L S E N .
) ) | - > & B L f & ,,.f
C—ZS Present Information witn Fitmg F'. 1 2 3 4 1. 2 3 47
- C=2 6 %’esent Infoimaqlon with &ﬁd ) L3 a . : ;_d
-4 Record ngs » 2 3 - b 1 2 4
. C—27..P:esen_ Information with Tele- = =~ t.-P - T
- wvised d Videotaped Mgterials 1 . 2 3 b 1 2 fék‘ A
. . ! - ! ' ' o R
~. 'C-28 - Employ Prqgrammed Instruction 1 @3 F b 1 .02 4
.Qf29. Preeent Informetion with the e = : ;:
: ’Chalkboard.and Flip'Chaft 1 2 3. b, 1 2 4
' - e - ' " - L
' CATEGORY D - INSTRUCTION!\L EVALUATION )
' : ' ? M P -
. D-l,‘ Establish Student Performance - b oo
Criteria' ; : . 1 2 3. 1 2 &
D-2 Assess Student Peffdrménce; _ : . "
~ Knowledge : . o2 3 1. 2 4
D-3  Assess Student Performance: o .
Attitudes' 1 2 3 4 1 -2 4
D—& Asgess Student Pbrformance T o ) N
g Skllls S S a1 2 0y N 1 2 1374
" T . N . . '. . . . .
D-5 Determine Student Crades \:>\\ 2 3 -4 1 2 b
D-6  Evaluate Your Instructional _
Effectiveness 1 2 B RN 1 2 b
CATEGORY E - “INSTRUCTIONAL ‘MAI‘{AQEMENT . '
E-4 Maintain a Filing System ] 2 3 4 P 2 4
E-5 Provide for Student Safety 1 2 3 4 12 4
"E-6  Provide for the First ALd Needs ° , :
of . Students - ] 2 3 4 1 2 b
E-7 . ASSist Students in Developing j : .
N SelfWDiseipline ' 1 2 ¢+ 3 4 1 2 4:"
E-8 Organize the Vocational . .
LaRoratory 1 2 = R 1 2 4
E—9.'wﬁenage the Vocational Labordtery "o 5 3 b 1 2 b
. x o ..
. 74 .
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-can. be ;éached between the teacher. and the™ superv1sor. Other-" .. =
wise, these dlfferences tend to be hidden and 1gnored and will
thereby adversely affect the assessment prifgés._ o, '
Two Estlmate of Performan 1nstruments Fre glven in Samples .
"6 and 7. They are designed to)%e used in assessing the . teacher's
) competency in developing- stud nt performance. quecthES (Sample: 6), -
-\ and” ih erploylng simulation technlques (Sample ).y The teacher
can usgge hese type instruments as an. assessment form to examlne -
in more detail: hls/her self-perceived ablllty 1n the .various.
competen ies relating to claSsroom and labordtory teachlng he
"} vy impdrtant advantage oft instrumerdts such .as ®hese is t
- ‘ .they describe in:some detail the gomponents’ofs the’ compet ncy : ,
; .being evaluated. Tt is easy for a teacher to believe that he/she- ...
can develop performance objectlves well; but- when the components
- of this Sh&ll are examined through using an instrument such as
these, the teachgr may realize' that certain - elements of *the
‘performance objectivés he/she thought’ were good, could well be
strengthened® This also helps others whé” are, evaluatlng the
7.teacher, such as the ‘supervisor, 8o be more specific and: dlagnos—

} tic in- the assessment. * Therefore, these ifstrumerits"’ (and othérs . Xi
'/ * 1like them)  may, ‘also bé used by« others assessing the’ teacher, as - ‘
well as by the teacher for self assessment * i e -

A
° '\\

Two eXamples of an even_more detalled 1nstrument the Teacher |

) . ‘Performance Assessmerit Form, are given in Samples 8 and 9. .
0 These i ruments are specifically de51gned to asseéss actual .
teacql pepformance. The examples given here. cover the' same

competencies- as in Samples 6 and 7, namely, deweloplng student S
performance objectlves,.and employlng simulation. techniques. L
"However, they cover~in much greater detail the important=gompo-
nents of the particular competency, with-clear emphasis’ on the
teacher's actual -performance.’ These in$truments are véry.impor- .
> ‘tant to effective assessment, especially.in light of ‘the Empha51s=“
- " now ‘being given to competency-based educatfon. These 1nstruments
B enable the teacher and superv1sor .together to focus their atten-
tion on the actual performance elements that constltute ‘classroom .
and laboratory teaching, and to develop and strengthen' these
elements+ . Performance-based teaching requires for its assessment,
/ 1nstruments,that describe in sufficient detail the components of
the required performance so as to permit the assessor to be ana-
lytical and objective in the assessment. This more detailed . . .
analysis of teaching performance allows the teacher to practice s
skills that can result in a real 1mprovement in the teacher's
overall performance. While the items  in ‘hese instruments appear
to focus upon the ability to do, 1mpllc1t in the 1tems is the

£

f ) ul

*A separate and unique Estlmate of Performance 1nstrument is
available for each of the 100 competencies addressed by The
Center "s Performance-Based Teacher Education Modules from the
Afierican Assdciation for Vocational Instructlonal Materials
" (AAVIM) ; Englneerlng Centerv Unlver51ty of Georgla, Athens, -
Georgla.

r ) v

| EBJk; oo '{ .'_4i f - ‘;ﬁga ?Qﬁ".
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_". -. . . . . . - . » N .- . ... . ) | . ‘. )
S P L . ESTI_MATE OF P,E:RFOP;I;}ANCE. el

Develop Student Psrformance Objecti'vos P s

A

. . L . . ‘ C, ‘Modu'eB?’ . ' ) B . .0 ’ J

S i . V-

A . T . EER . . . - . Co ' ‘.-‘7 ’
- . . S : 14 .. o R
- a . 3 .. N o " : ',,.-.'

T - Directions: The following tasks describe several of the performance components

' ) . necessary 1& effectively develop student performance objectives for an actual teaching

S . s sntu_imon ‘Using the definitions for each level of perfofmance giyen below, you are
e ‘ - to respond.to several |tems on the oppos;te page First, p!ease study the dehnmons

13 ‘Lh . - - ’
below - - o N ) o,

-

~

o " ’ N N
© Por You are unahle 10 perform this task, or thL only
very lumtml abihity-to performar

< B : L Faul © . You are unable 1o perform this task in an acceptable -
P manner, hut haw some dblfll! to pwlovm " ; EEE TN B

‘Good ~You are ahlo 4] pmfofm th1s task nh an acgeglahl
‘ mdannet ‘ i . .
.. : : (4 ’ L s
> Ja- . . . -
Tt Excellent .. You are able to perform lhls task 1in i vefx effectlve
mannet

RFY
7

. ) ©
. .

Published by:

v : AMERICAN ASSOCIATION .

o <. , A A FOR VOCATIONAL
R FOW VOCATIONAL EDUCATION - INOTAUCTIONAL MATRRIALS -

eQ 3 . Enginsering Center — Univ of Qeorge
e N mm o043 ; : % V' M Athens. Georgis 30802

404 542-72500

~ .



4 »
"P_ r e .
> Al
. . . . . . . . *
‘ . ;
R o CoL } . - Level of Performance
. A AL tthﬂi‘fﬁr, How wel| can you perform (execute) Excel-| - ,
S ~ the following tasks®: - - v B 3 Poor | Fair | Good |tent ‘
My e SO o f = 1 _ :
‘—,A Identify the companents 'which should be included 1 . X ( )
T a-wmwn-.smtwm perlurmance objecteve . . . [ S R -1 : l_,. :
L K's e s , - . T
o 2. Wnle a‘stu«lem pmlnun.mu: ()b]t:(.h\m that mclucles 7 . » b e T
e 5 L‘mh of |hv necessary (.omponen!s B 1 ° N S )
.."“ d - ' <. . ,. 9-' » q
3 Prepare ul);e( twe 4 that contain cniteria and T Y
. o 8 un(hl[ons which are appropriate 10| the = . . . ‘ , :
= e ' purf(nmicm éto beactueved . T L _ N E o ] ’
. » - vt ) — - ] 7 ‘:
oo e 4 'Pu-pdw uhycunw.s llml (un‘am ledllSHL (merm . I R I | 1 . -
= o . md conditions - S T N B S ST A \
g . . q B 4‘ S . — ‘
\ 5 " Prepare objechives in the cogiitive domain - . :
LR Pirepare cogmitive objec tives which lequire - - ' . . B . ol
more than mere recall . . . ca T ‘ N R
7 Prepare objectives in the affective domain : , .
: ' - 11
8 Prepaie objectivesan thie psychomotor domain . ) ] o,
9 Arnange objectivesh alogical sequence L N ‘. :
_ ' S ' .
i1 Stquence uhjectives i a manner that facilitates . " o
student accomphishment ot the objectives . - 7 b N
B Hiw many nmes have you already developed student performance objectwes for an actual
' teaching {formal ‘classroom) sltuatlen? ‘ PR 7
— 0 o . o o
, . . e P
‘ | 3 3 N ’ . L , :
Py — ~ o .
- 4 -6 RN o : .
T ) N K . 4
- Al ) . N -
T ————— 7 - 9 - B - N ' -
10 or,more . o .-
N . > *
oA (0 At this umae, how well do you feel yeu could develop student performance oblectlves for an * . .
e » d(.tual téaching- sntuatron? {Consider all of the tasks involved.) L '
o 2 , . . T . . S
Poor . ) v
. P . X i ) »
vFair : - ‘ ‘ : ] e
m_—— “ . R - - : : .
Good Y . C S .
- . N + - -
t . " . - . . ’
€ xcellent -
X e \ - N . <
. O ! .
77 '
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L] ‘ e ’ » .
. K] )
[ S - g o« .. ' 'Z_A . ) - .
B .  SAMPLE?7 - - K S
-, . . . 3 ‘ - ) .
- - a ) - - . Al
vl . ‘.
: - Name, i R
’ T ' : . ’ ’ 3 . .
’ . ) . . Daté 3 ) Vo, . ’ ',.
S . ' ESTIMATE OF PERFORMANCE. :
L - Employ Sumulgion Techmquu ) A R )
: ' “{Moduie C-5) . ) . .
. T ST . : J )
' ' o . ' " ’ \ : ' . .'5 " o
L s Du.ect'ons The followmg t#sks desunlm soveral of lht' m-vfnrmamn cnmnonents necessarv
L. to effectively employ simulation tuchnnuum han dCtUd' k;achmg situation. Using the de-’
e - Jmntlons for each level of pwfurman( ¢ given below, you are to vewﬁnrl 1o several items on
‘ T " the opposate paqe Farst, please sludy the (lu!unuuns hcluvy . .
) : e \ Y
. . L -
- L o : e o . ~ N : ) -’ . ) .
' ./-'. . i ’ o - Lo, BN - . o .
Poor  _7 You are unahluw pmform (hls (astk or have onlv - 3, .
. ) . . va hmited abulu(y 1o pcrfoun it ol
) > - - N ,“I .. . . ) ‘-\ . . i (
n P S “Fair” You dre unal)h- to pwfmm thls task 1n an acceptable e
. manner, hit have qome dbvhl_y_ to perform 1t .
. . Good: . ' 'You are able to pwform this task in an cceEtabl
{ ' h : manner. L. , ‘t:
v ,,/> . R Excellent: .You are able 1o perform this task in a very effective C e
. —_— . . - N
. ) . manner. ) ; , e
S ) ' .
. AVl . . P
Lo . r . , .
A ., At - . - , .
* . K v
) * . . o .
-
Now, please respond to each of the ijgms by checking (v ) your level of performancel ‘ /
. .. AR
» - 2 : P : ¥ .
A ..
. N .
THE amtg_fg?:{y@‘.\rm EOUCATION .
| SaRvsms -
Y :
. . e
- Q ‘ L . » - 7R
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Aruitoxt provided by Eic:

8. - Onent students to 'role-p!a{ung actwines" ,
B _
9. Direct role-playing agtivit which lead ¢
toward a positive'conclusion { . . . . . . . . ' ;

LR ' - ) T -
M . ’ . . *
- 10. Serve as a resource person for role-playing

- aCUVITIES . . et e

) N L4 . : . - .

At this me, how well.can yol |iuvhum {execute)

) Levgl of Perfo:mance 4

the foilowing tasks?
~ . : Poor F!ir

Good

Excei-
lent

1. . Develop simulafion situations which aid in .
- the achievement bt student péeformance

;- objectives
. ’ : .
-2, Develop simulfation situations which represent -
' aspdets ofreat hbe . . LT, .
. q . ' . . .
. - ) i
Y Develop simulation situations which need
. -
’ students’ needs, interests, and abilities | L.

. . I r
4
4 Onient students to Sll"uldl’il N uxpenences -
. | A '

.

5 Scrvc'ils a ves_uu.lcw'pylson fOsinulation L e
experiences . Lt L L ) .' .
i . ' ) . . .
6. Develop role-ptaypy. d_ctnvjlu_-s which md_m - .
B t/he achievemeny, ’s,lqden't performgnce -
oppectives - . o . .

. 4 ‘ ,
7. Develop rplﬁ-plawng .a,ctuvntu;s__wmﬁh need--
" students’ needs, interests, and abilies . . . . . (-]

How many nimes have you already einployed simulation techniques in an actual
teaching (formal classroom) situation?. '

l

.’
.

At this e, how wWell doryou feebyou could etnploy sunulation technigues’int
anaCTual teasching sit§ation? (Consitler allof the tasks involved.) v
- - . Poor ' . : -
T8 e ' S ‘ :
' ' ) . CTTTTe .
Fair . ' Loy
- ' . 9“‘ Pl i
. Good . : /} s
Excellent o : S ’ ’
79




T

< -.
- ‘t Name .\_ o
Directions: Indicate the level of the teacher s accomphshment by placmg S L
an X in the appropriate box under the LEVEL OF PERFORMANCE heading. ome - + —
. If, because of specral cihcumstances. a performance component was not ' ’
o apph_ceble or ¥npossible to execute, place #h X in the N/A box. Pesource Pareon :
s ’ . . ) ‘ LS . : - -
, ‘ LEVEL OF PERFORMANCE
i : _ %ﬁ_ T
” s s ' ‘. ’ ( 8'
. ;l.' ¢ " . . " hd ' . . FCY k\ *
N / : Y . : '.4“ . Y "
7 } & 4?

- [Kc
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) : SAMPLE 8

Develop Student Pertormance Oblectwe (8-2)

L T

- TEACHER Psnsomﬁmcs Assessmem FORM5

L4 . :
e

Cornponenu

Domalins -

. Al ob;ectrves contamed a statement ot performance
-The performance statements contauned an actlon verb

The performance statements described the actwrty in
which the stugent wodld be mvolved in sufflclent detail to
‘be understGod .. ... ... Lo

All objectives contained stated or implied conditions

+

The conditions were realistic in terms of the performance
called for ...... ... ... ... . .. e

All objectives specified criteria for achievement ... . ...

The criteria were reallstuc in terms of the performance
required .. e

The criteria were realrstrc in terms of the condmons out-
Imid o{.

9. Cognitive ddmann objectlves were mcIuded

10."Cognitive ObJeCtlveSWthh requrred morethan mere recall

were mcluded e I

<):--,

Psychomotor objectives were included " ... T

12. Psychomotor objectiveg were incldded which’ requited

more than mere infitation of the instructor. .. ... ... ...

13. Affective domain objectives were inciuded . .

‘.!'

5

,?‘ :" P

Module B2, Develop' Studcnt Performance Objectums,

&',
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]
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DDDDDDJ
0 000 .o
0000 0o
DDDDDD

. E]DEI DEJ

DBDDDDA‘

|

OoBpooaoog-

DdDDDD
‘Dooooo

’ - ;e
.

Profé551éna1 Teacher EducatMon Modwrle Seties.

{Athens,

GA

f‘.r-'o'm tho

The Amerlcan AssoC1at1on for Vocatlogal InstructJonal Materlals,r

1977) : | | : a0



L . : . .
. . . . () [ R
. ‘ . g < Q A 4
¥ R A v e . $ . eo q€ Q’ s j é-
14. The aﬂectwo objectwes were reahsnc in terms of occupa- r '
_ tlonal requirements . ... ... ... Ll D [_—_I D D D D :

_ 15 Tho criteria for the aﬁectwe objectives provnded alterna-

- tive ‘ways for students to demonstrate the fealings/ D -
attitudes ... ... ... . . . : D D E) G D

‘Sequencing - T
16. The objeciives were arranged in‘a logical sequence ... [:] D D D E] D

v

:ﬁ The sequence prowded tor the accomphshment ot en- -
o ab!mg ob:e\ctnves belore terminal ones. S A D ‘ D . D D D D

»18. The. sequence 1acnhtated student accomplishment of the [:l D 'D D : D D

objectives ... ... ... . oo

LEVEL OF PERFORMANCE:.All tems must receive N/A.GOOD. or EXCELLENT responses. If any item’
recaives a NONE, POOR. or FAIR response, the teacher and resourge person should meet to determine
what addmonal activities the teacher needs to complete in order to reach competenCy in the weak

area(s)
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. ' SAMPLE 9

Employ SrmulatlonTechmques (C -5)

Directions: Indicate the levet of the teacher s accomplishment by ptactng

1

TEACHER PERFORMANCE_ ASSESSMENT FORM 6

N . Neme

an’Xin the’appropnate boxunder the LEVEL OF PERFORMANCE heading. 0+

.~ If, because of special circumstances, a pertormance component was not

appltcable or mpossuble to n&ute place an X in the N/A box. Resource Ppreon

Z

in conducting the role-playing activity, the teacher:

LEVEL OF PERFORMANCE

J'é’«* Jf
DDDDDL;

000000
Ogguaoaood

o DDD oo
/}Z}‘-DDD DD

\0 oo0Oo oo
0000 o
Oooooogo
ooop oo

Employ Simulation Techniques, from the Professu)naiy s

1. explained the student performance objectrve(sj to be
achigved. through the role-playing activity ... ..

2. provided .a role-playing situation suited to the needs,’

- interests, and abrlmes of the students™ ... . ... . .. ...

'3. oriented ‘students to the rote-playmg situation .......

4. selected voluntaers‘be the actors or partucupants in-the

role-playing activity . ... ... ... ...

. 6. thed the role- p!aymg activity toward a positive. con-

clusion, leaving students wuth afeeling that the situation’

can be.solved ... ... ... . ... e

7. terminatad. the role-playing activity after students had

time to portray their posmomand while interest was stltl

high oo et e e e e

8. oriented observers to their, tunctlon durmg the role

playing actlwty o e

9. involved students in a follow-up drscussrm .at the close

5 ot the ro'te-playmg activity .. .. ... ... G

10 ‘remforced the majar concepts of the role- playmg acttvtty

. durlng the follgw-up ...... .. .. S TP R

- 6Module c-5,

ngchcr Education Modulce Serges. (Athens, GA: The Amh;§can
sociation for Vocational Instructional Materials, 1977).

EKC
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in canductlng the other otmutatton -axperience(s), the . .
teacher:

11. explained " tho student performance ob;ectwe(s) to be
- uchlevod through the simulation expenonce e [:] D B D D \3_

12 dovolopod a simulation sitbation representatlve of an
aspoct of real life D E] [:I D D D

13. orionted studenta’ to the s'imulation experience. .. .. ... D . D [j D . B E} '
14 ::I:::Ltzttjl\t:\t;studentsJrolesormvolvementm theslmula-'_.‘D [:] D D D D

15. provided a simulation expenence sunted to the students’ - ' .

needs. interests, and abilities - ©. ... ... ... ... .. . . D D D D .D
16. served as a resource person throughout the simulation :

OXPOMIONCE .. tr BES  R [t E] EI D

17. provided materials for the smulatnon to aid students in
mootmgtheob]ectwes ..... D E] . L..l L._I L.'

18. invoived students in a follow- -up dISCUSSIOf'I and evalua-
tion at the close of the simulation expenence ..... R D D D D D D

19; reinforced the major concepts involved in the simulation . Y .
experience during the follow-up - . D D D ,'_‘D D

P d

- r,

LEVEL OF PERFORMANCE: All |tems must receive N/A, GOOD, or EXCELLENT responses. If any |tem-

. receives a NONE, POOR, or FAIR response, the teacher and resource person should meet to determine

what additional activities the teacher needs to complete 4n order to reach competency in the weak

© area(s).

-
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nECes51ty of-know1ng how (cognltlve) and !hx (affective) dch
task should bé performed Thesé instruments*can be used by the-
teacher when assessing’ h1s/her own performance through the use of
a videotape, by the - teacher E3 peers in '‘peer assessment, or by "the
superv1sor._ L o . ( S . :

F1nally, 1f a V1deotape OF tapoe rocorder is used _to record

. segment of the. teacher's lessan, other 1nstruments can be used
_for further analysis-of that lesson. ‘For example, it may help- to
‘make the analysis of the videotaped .lessoh more objéctive b

uging a quantltatlveﬁanal sis, of the teacher-student 1nteractrons

- that .occur dur1ng a lesson. A form that can’ be used for this . .
purpose is given in Sample 10. This form names. the varioys™
performance elements that are to be’ cons1d@sed in the ana§§s1s,
_such as "teacher talks or "teacher smiles," 3nd allows for a
quantitative: estimate to be made of ‘the number of times the
behavioral element occurs during the lesson. This is- generally
done by recordlng at 1ntervals, such as every two.minutes, exactly
‘what performanbe isYoccurring. If it is "teaéher talks," themn. a
record is made in the tally column. . If #he teacler is.smiling

whlle talking, then a record is made also. ‘of that. When .the - ,
whole teaching segment has been analyzed and the totals for each X
behavipr are calculated, a more objective idea of the balance .
betwéen various. elements of behav10r that .occurred in the 'lesson.

1s obta1ned o PR : S B

- U , . i
- . . ,r [

If the classroom performance 'has been recorded on a. video-
tape -or a tape recorder, it can be analyzed. by.the teacher’ through _

‘ ’.a checkllst or -rating scale. The tcacher w1ll»get much move from .

F]

. /‘.

-

\

h

’tape with the teacher . , R . .3

. *A separate and unlque Teacher Performance Assessment Form is

'“”ﬁ@ongla.- ‘These forms are available in the back of each of. the.:

- the feedbaok if quantitative methods are used ‘to analyze the _ .
performance, ‘as well as qualitative measures< ‘Recording . the.
‘number of times an 1dent1f1able'ac \oécérs in the, tegchlng unit ~
" 1s :one. such quantltatlve method onsiderable beneflt can also..
_be obtained from the supervrsor vidwing and crlthulng the/wldeo- -

1Y -

It is clear from thhmdlfferent types of Lnstruments thdt -i ; ;?‘f_

have. been presented and discussed in this 1nformat16n sheet that ° ﬂgi
theassessor- needs 't cxamino carefully apprai'sdl instruments : - I ..
before using them. 'he’ instrument (s) selected,will 'beé a signifi- *'€
cant determ nant - as ‘td whether thc“important pflnClpleS of effec-,

v tive .assgssment are” adhered to. It w1ll also detérmine how . L S
constructlve the analysis of the teacher™s performancé .can be " 1n
leading to further development of the-teacher.'s’ competenc1es. ‘
Such development is;a major. pyrposg,of assessment, thegefore, . = = T~
instruments yhlyﬂﬂsfll facllltate At develoﬁhent should bc S .

~selected.’

P . oo . .
o . . . — -,

P

-

L

avallable for each of the 100 competencigs addressed by "The fooa T,

: Center s Performance-Based Teacher Educhtion Modules fram the e
erican Association fo{_Vocatlonal Ingtructional Materlals_w '.3/ ot
(AAVIM),,Englneerlng Center, Universit¢ of Georgia, Ath@ns, ,""#v» .

)

100 madules as well a§5separately in a’Ptofessional’ Staff L f};. . -

Development Needs’ Assessment Package. o % "'-hP 5 ST

4
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" \\<'< - ] SAMPLE 10
S " ASSESSMENT OF TEACHER COMPETENCIES*
%

—_ " | o
[

. .

TEACHER CODE - ' ‘

":’s o - _ 'I‘al:ly‘

. 1. Teacher Talks - . _ : uﬂ”ﬂ“ﬂ

?

Verbal 2. -Student Talks @ ”“ C-
EANERTI Lo . o ' i :

.,v X ) ) 1. . . Kl ] R .35 . . . . LA .
R : . 3.- Silence S Ay I - SR

‘o : ‘ . L, : ;~l‘ " . . o L - ¥ )
g ] ) . | o X . o . l... l.:,o X . . o .., ) .
A 4. Teacher Smiles o : lml ' - ’H\ '

Facial 5. Teacher Frowns . ) N ”
,‘. B , 'd‘ . v ‘ . .

o . .

N B R T - - o : _ . .
" o 6. L%leu‘tral Expressions =~ o u“m] " )

K

.t‘

T +
- o P

E]

‘r R - - . R . T Tt nu. 1
Lo | . 7.-.Lecturé&s’ - i : L m ”ﬂ ”“ b
’ . ] Method 1 8. gstions .V 2o ﬁm .
: ‘. , BN R . '- ", . . DA )

u

v
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The following "Case Situation".prescnts cight student
per formance’ ObjOCthOb written by a pothetlcal U
teacher. +Recad the.situation describ®K and critique
‘the teacher's ability to develop student performance
objectives according {0 the criteria specified below.

4

-

g " CASE SITUATION

L
’

The eightistudent performance’ objectives, given below ‘deal .
with student job applications and interviews.. Assume that they
have. been w:ltten by one of your votational teachers.’ Assuine
‘also that you have arranged with- thi’s tegchet to evaluate the
teacher’'s ability. to develop studcnt performance ‘objectives.* . In-
preparation for meeting w1th the teacher to discuss his/her:,
performance in ‘developing performance objectlves, complete each

of the follaowing tasks: -« .~ . . : v o

) B ' h v ! v . . . “‘ .
" A. Use the “Teacher Performance Assessment Form pp. . -~ to .
o ‘evaluate the student performance objectived, as a group,

on -each of the 1§ criteria given.,

‘4 el

B. 'PrOV1de wrltten comments about how the objectlves, as 4
qr\_p, met or falled to meet each of the 18 crlterla.

. : CQ;"Develop a tentatlve plan for helping the teacher to improve
- “his/her abllxty‘to develop pe€rformance obﬂbctlves. Also

indicate how you will condudt the post- observatlon conference
with the teacher o . - . y - .

-

“ -

!

h-'*If you . feel a need to sharpen ‘or update your own- skills in the
area of. developlnq student performance objectives, you may w1sh

. to review references ‘such as:. o A

. -. . ' . i ‘ ’ . j". - P
;j;r” . Module B-2, Develogistudent Performance Objectives, . from the *
v_.]“kh.Profe551onal Teacher Education Module Series.” (Athens, GA:

» AmerrcanlAssoc1atlon for Vocatlonal Instructlonal Materlals,
~ 1977) . B '

.
\ -

N .
LI I v . P> 3

. Robert Mager,-PreparrngrInstcnctlonal pbjéétl es, - Second
Ed;tlon. (Belmont CA, fearon ﬁﬂleﬂhers, T?S)

o

3
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The student W1ll.

* \J

AT ¢ )

< (2).
(3)

(4)

. * (5)

. (8)

e

" teachegfféedback on 'the "Interv1ew Ratlng Checkllst

(7}

Spudent Performance Objectives

v \ [

' Explain to prospective employer in a-mock interview why

he/she is qualified for the position. The interviewer
"and the teacher will evaluate the student' s reqponse,
using the."Interview Ratlng Checkilst." o .

L

F111 out a ]Ob appllcatlon form.' _
Ask questlons about b neflts and opportunlty for U
advancement and traini ‘in. a mock 1nter01ew 51tuat10n¢ .
_Evaluation will be made on the basig of ‘peer- and : _,/{4

(3 -

4
K
\)
L1

Dress,and groom hlmself/herself for the jOb 1nterv1ew
to- meet acceptable standards, . R

Develop a resume to be used forea job appllcatlon, that

- contains all necessary 1nformat10n as outlined in

‘sample resumes. o
. # , .

Write a letter acceptlng or not acceptang a- position.’

The letter will be evaluated by the teacher u51ng o

guldellnes outaned in class. . dﬁ ~

a mock interview

[y

el
.Conduct hlmself/hg;self w1th p01se i

’51tuat10n
( .~ » .
"Write a lett . job appllcatlon that me minimum

. etandards us criteria listed’ on the "Checkllst."

L

- ‘ ) - T 4




& Compononu ' v

7 Module B- 2. Develop Student Performance Objectivés, from the =~ - s

N l:ﬂbﬂﬁmrsnrvnm&nvs. nooaoouvu—n E §F WUTRIVE
Develop Studonl Porfmmanco Obpoctivo (B -2)

ve . k4
) B : l : Name -
Dlroctlom Indlcate the legel of the teacher's accomplishment by placing N
an X in the appropriate box under the LEVEL OF PE RFORMANCE heading. ous o )
I, because of special circumstanges, ormance component was not - Y o ,
‘applicable, or impossible to ,ex%plac an X in the N/A box. resouce Poren 1o+ ' .
' ! 1] o o oo ! . A |
' e * g L : - L I .o
‘ g ', LEVEL OF PERFORMANCE - .
. ) ’ » 3 . - Lot
/. v ; 'T
J ' &
7’ )
_ @ N
s &) $ o::»b 4? .
. & & ¢

A

. All objectives comamed a statement of performance -

DD‘%
OO

00
00 A

OO0 OO>~40dg .

2. The perfOrmance statements co»ntained an action verb .

- 3. The performance statements -described” the activity in
which the student would be involved in sufficient detail to

be understood ... ... ... e

4. Al objectives comained stated or implied conditions

5. The conditions were realistic in terms of the performance
called for ... ... ... ...

DD 00, 00 «

00 DD

6. All objectives specilied criteria for achievement ........

- . . . . - !
- 7. The criteria were realistic in terms of the perforrgance "
Crequired ... LT ' D D E] I:] D '
8. The criterié were realistic in terms of the conditionsiut- D
- lned .. ... ST D / qD D D D

D:m(?xl)’g‘;:\mve domam objecuvesb,were mcluded D D [:] D D D

)

\I ‘ ‘
10 Codmtnveob]ectnveswmchrequuredmorethanmererecall [:] D DE-_] Iﬁ D v, .

were mcluded ......................................
11, Psychomotor objective‘s we're included T [SJ D D D D D
- N \ .
1+ 12. Psychomotor ‘bbjecj_ves were included, whnch requnred o } Lo
’ more. than mere imitation of the instryuc e D D ‘ D [:] D D T '

13 Aﬂecuve domam oblecuves were included ... ... ... . .. D B D D D | : : -
- ' . ) ' . . .
| \

S

Prmfe551onal Teacher Education Module -Séries.. (Athens, GA;
The Amerlcan Association for VOcatlonal Instructlonal Materlals,

e

1977) _ R #

[KC L e | ' 87 S
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. ﬂ’ . . o ? '..'- "/)/‘\‘/l- . $ I *O -Q‘P «.‘ '-ff : _?hf( o " 4’:-

. .’ . ] K - ' ’ | P y
14._The affective ob}@ctives;were realistic in termdf® eccupa- » é 10 :
. tional requirements ... ..... ... e N D- ‘ : D D D .

'\15.‘ The criteria for the,vaf!e‘ctive objebtiveg provided alterna-

. . ‘tive ways_‘ for students to demonstrate the- feelings/ D [:] [:] [:j D D -
. L " ‘ : ’ ‘ . . ’

| atmuqes .............. .

3 16. :zcci)gjgéctfve;\were arranged in a logical sequen‘c; -. . [:l D D D D . D -
T R e DD OTD O
1 Tyt reveg soeenactormmmenet e [7 0 0 O T

a . o . . ' X ' .

LEVEL OF PERFORMANCE: All items must re’ceive&GOOD. or EXCELLENT responses. If any item
receives a NONE, POOR, or FAIR response, the teacher and resource person should meet to determine
what additional activities the teacher needs to compiete in order to rga'chvcompgtency in the weak

area(s). : , - . : )
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objectfyeu and your written

.
‘o S ) - MODEL CRITIQUE -
tion A:  Evapha'tion of Student
‘ Pef formance Objectives .

e

*

Componontn

1

2

All objectives contamed a statement of performance . ..

The- pur!ormance statements contamed“;gctlon verb .

" The performance statements described the activity in

which the student would be involved in.sufficient detaii t
be understood . . . e R T

All objectives contained stated or implied conditions

‘ . _
The conditions were realistic in terms of the pefformance
called!or...... Coe L SR PR

All ob|ect|ves specnfled crneraa for achievement .. .

The criteria were realistic in terms of the pertormance
requured ................ e

'The cmerla were reahstuc in terms of the conditions out-

Imed...‘,..... e -

Domains *

9.
10.

11.

12,

Cognmve domam objecnves were included

Cognmve ob|ecuves wmch requured more than mere reca!l
were included . ., -

7
Psychomotor oblectwes were in¢luded Ll

Psychomotor ob|ecuves were included which requured

maore than mere |m|tatlon of the instructor - . ".: .. ... .

Aﬁectwe domam objectwes were mcluded

level”of performance you gave
ponents with the model critigue
‘necd’ not mgnctl& dUleCdtQ the
ever, you shbuld - havc- covered thc same majo p0lnts. .

Compare your evaluation of the 's
At .ltumvnt s”explai ining.

to cach of the | i

00 OO OO0 »,

’

student’ pe rformancy,.

L. QN'*

t he

bolow. Your. rO‘pOnﬁLb

»

model. cri tl(}ﬂ-w

LEVEL OF PERFORMANCE

(d

0 00 OO

Ne
o
9,

10 OO OO

000 OO0 00 4
0 O
X K
0 O
0 O

%o

&
4’(«0/,60 .
(s

® RR OXR ,

O 00 XRO

s

how- J
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mtermsotoccupa . [:] @ D -

15. The criteria for the affective objectives provided. alterna- i

i BRI ) oo od-
0oR0O0 q

b}

14. The affective objectives were r
tional requiro’ents

Somnnclng
16 The ob;ectlves were arranged m a logical sequence -

by,
17. The sequence provided for t accomplnshmer\t en: [j
abhng objectives before terryinal ones D D E [:] D

[
18. The sequence facilitated sfudent accomplishment of the
ob;ectaves NG T \ ...... D D @/@ QQP

LEVEL OF PERFORMANCE All items must receive N/A, GOOD or EXCELLENT responses. | any nem
receives a NONE, POOR. or FAIR response, the teacher and resource person should meet to determine
what additional achvmes the teacher needs to complete in order to reas:h competency in the weak

area(s). - . o X '

-
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Section B: Comments - . :',ﬁ}. a .
1. As all tho cight ob)octlveq tontaln a statumont of perfor- 4?' )

mdntv ‘the Ob)ULLLVO %hodé% be ratéd .n&her_"qood"'or
| ' oxcellent. Perhaps one wo of’ the pcrformances are a !

little vague, (qgah as "conduct himsel erself" and’ thlS may
gdrsul\de you to cide on & ood" as the! Jevel of performance..

‘2;>'Each performance qtatement c vdrly contalns an actlon Verb 4"[§
and, thereforiy the objectives should be rated "good" or

. exgoll nt." . J .. - IR I o T

,_\&"

Thle performance statement dtscrlbed in each 6f the obj ectives

giy §uff1c1ent detail ahout the activity in which t e'swu—

NJdeHF 11 be. involved to be unddrstood. For. example, 1n two. -
6r tlikee of the objective& ™St is SEated that e pérformance .

T will ogcur n a mock 1nte;v1ew_sr ation. %hus, the objec-
' u‘i b(;sra'tod "é;q-‘f? or Y '

4. Most ofy hn» tate contaln stated or 1mp11ed ‘conditions.
Perhaps the’ sgcond ective does not contdain a statement of
‘the conditions\ in WA¥Eh the job application form will be
filled out. Thus, t%e objectives cQuld be rated "goad."

B~

r’
5.. The conditions that.are statggeare quite redlistic in terms
of the performance called for™® thus, the objectives should
be rated "good" or "excellentn - In that the, conditions for)
the second obgect1Ve are not stated you may prefer arrating,
.+ of "good.' ‘ . - ' S
EI : ! . » e
N Not all'the objectives -specify a criteria for achlevement._
] ,,‘ The second and seventh objectives do not contain any cri-
- teria for achievement, and the fourth ob]ectlve.has only. a
statement about "acceptable standards." ‘With’ three out of
.eight objectives n6t meeting this standard, it is probably.
nvtessary to rate the’ objectlves asw"falr. S

7. For those ob]ectlves in whlch the cr1ter1a ‘for - achlevement
were clearly stated, ‘the criteria were reallstlc in terms,of-
' the;performance required. However, It is ndt "realistic for
~§‘ob3ect1ve #4 in that the'phrage acceptable standards" is
~: ¢ oo vague to qualify as,a statement of crlterla. .Also the
criteria is not stated 'in the second and. seventh® obJeCtlve.
Thus,'thls component will probably be rabed as‘"falr." b
4 B Those crlterxa that are descrlbed are qulte reallstlc in terms
.o ‘of the conditions outlined. Thus, this component ceQﬂd be -~
' rated "good™ or,"excellent." .In that some of 'the cr1ter1a
are not . stated you may want to rate thls component "good

N

'3

9. Ob]ectlves relatlng to knowlng and understandlng are clearly
« - given in thé set of objectives. .Thus, the inclusion of cog-
‘nitive domain objectives.- could be rated "good" or "excellent.
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. - 10% The cognltlve Ob)LCt1VLS are challcnglnq and require more
;‘ﬁ, O thap' mere - re@bll thuq, they cpuld Bb ratod "qood" or "cxcel-
.I- - " . t

P _lir M « e A
e : . o . . - . - '

\-11.% There is no manrpulatlve ekxll requlred for learning about

. “Xﬁ. job applications and 1ntcrv1ews,qthus, this component is. notv

oL appllcable o I .
. o » ’
12..* As ‘there- are no. psyphomotor ohjectlves, th;s component is.
'~ “not applicable. - - .- ,

- pplig /.;-'_ | /, TS
- 13 ‘ﬂnje'objectlves #4 and #7 are reclated to,attitudes and feel-
ings, and . are thus affective objectives, there are other
important attltudes that should have ‘been mentioned in such

w o
‘Q

objec¢tives, and that are important in_an‘-interview 51tuat10n—4

. courtesy, confidence, th}&nﬁy, etc. Thus, the affective

[ . domain objectives have b somewhat neglected and tho lltlng
-, could be‘"poor" or "fair. eﬂg . . X .
o ' ' .9

/) < 14. -In-that the affectlve domaln objectives do not really cover
o " the reguirements f the ‘interview 51tuat10n, it is gprobable
: N that this component ‘will be rated as "poor" or "fa}r . .

15.\ The crlterla for the two affecthe objectlves givep are not
S . “clearand do not provide alternative wgzs for. students 'to
S demonstrate the f39l1ngs/att1tudes. thlS component
could be rated ‘"none. " o

16. Th objectives are very pooriy arranged in terms of logic
) ' amg. equence. - They could be arranged either in chronologi-
cal ‘O&xder that would require a sequgnce of. numbers 52 8 4 1

3 7 6; or they could be arranged as acL1V1tles reqdiring = .

paper work leading to behavior. This ‘would give a sequence
of numbers 5 2 8 6°4.1 3 7. ThlS component, therefore, would
"need to be rated "nope" ‘or "poor. . °
' _ - e ' P o
17. The sequence does not gxov1de for achieving enabllng ObjEC“
, _tives befgpre the. termlnal one, as a whode,'therefore,“they
, . v need to be rated as "poor. ’ . ,
.o ey '
LT 18=* Because the sequence is npt. loglc;T’ it. will not fac111tate
S ,the students' accomplishmgent of the objectlves. Therefore,
thls component needs to be rated as })oor.

Ll

-

Section C:_ Tentatlve PerSOnnel Development Plan

e v -

Your tentative -plan should have indicated the Way ‘or ways.

whixh 'you- would suggest the ‘teachet improve his/her competency in .

the area of developing student performance objectives, since
several items were ranked as only poor or fair. Dependyng on.
yeur situation, several options [for helplng the teacher Jimprove
his/her skill may be avhilable suchy-&s: @) recommendifig appro-
priate portlons_of The Center's per ormance- -based teacfier .

. B - - PO ' J" ]
o o s : .o : _ L
EBiC : 94 :12 B | e e
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entitled, PT(HJHTIUJ_TlﬂatlU(tl(thl Objectives, (3) workd

in druaq found to bo wcdk

education module Develop Student Poerformance thﬁﬂilVﬁﬁ; Modul e

lJ(]i -
vidaally with tha teacher to jmprove weaksareas, (4) conducting.a
special ingervice education W)rksgop on pertformance objectiyes to
which you invite this teacher, and ¢%) providing other reference.
materials including well-writiten sample objectives. '

”

B-2, (2) readinyg .lpi)rnpt tate t-;tx(m. of Robort Mm;ur"“z';y)

The post-obscervation contfercence with the teacher should
oceur G soon as poss€ble after the assessment, and should be

cconductod in n positive and he'lpful manngr. The teacher should
not simply be given a written copy of the assessment without . any

discussion. The post-obscervation conference shbuld always result
igy some agreed upon steps for improving the- teqchers competency

BN
’

‘e
.

ILV{T-;T\?FRIURMANCV Your LhOCkllqt OValuatLS/'of the perror-

mance -objectives should match LlO%Ply the model chgckligt; your
wrltt(wx(xwmuunf,and tentative porsonnci development plan should .

cover the\uomv majoxr points as the medel comments and models plan. -

If you missed some pOLnL or have questlons apout any additional
polnta you made, review the material in ghe Lnformatlon sheets,

or check with your resource person if necessary.
. ]

’
I \ If you wish to experience the ir‘t{eraction_ that occurs -
XP?”T" ~during an assegsment discussion between.a supervisor
‘ chivily and .‘1»teacher,'_r:omp‘lete the following activities:
‘ . ¢ . C
//,// . e Use thé# . "Estimate of Performance,” pp. 97-98, to’
., rate your . ability to employ slmulatlon technlques.

- .
-

e Arrangc for a group of 3- 4 peers to role play -

supervisdbrs who are assessing your ability to
SR employ simulation techniques. o
: : )
Cﬂ‘f{f . e Ask.your resource person to observe your demon-
. S - stration of simulation techniques and the dis-
' T cussion which follows. Or, meetr with your
- .+ resource perxson ‘to discuss Mow you felt during
the peer observation of your per f&rmance and how
the follow—up conferente worked. - S
. ® Give cach peer and your resource person a copy
of the ."Teacher Performance .Assessment Form, "

pp. 99-105, to Yuse in asse551ng your performanoe.l

L.
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' . ..' i \
‘Optional |

Actinity

B

L\

e In a simuiutad situation, present a brief 'lesson
employing simulation techniques to_the group of .
poeers, : - ) '

e Meet with'your peers to discuss your performénce,
. 3 N . i - . N
and any differences between your cstimate of ,
- performance and their assessment of your .perfor-
maffce. ' : ' , -
G \

Al
>

’

<

-You may, wish to arrange thrbhghjyour'@esohrce person
ito.int&yview a vocational administrator -or supervisor
‘who has béen successfully appraising the personnel
developpant needs of his/heq.vocational teachers: - At ..

this meeting, you may wish -to discuss how the adminis-
trator or supervisor prepares for, and-conducts obser-
vations of teachers.. Yon may also wish™o discuss tho
typesuof .instruments he/she uses in assessing teache
perfbrmances, and the types:of personnel deVelopmqﬂfrfg
plags. for impgmenting skills that he/she suggests.
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Name
., J .
. ( Date
ESTIMATE OF PERFORMANCE
. v
b Employ Simulation Techmiques .
. ’
. {Module C-5)
Directions: The following tasks describe several of the performance componen(inet:essary
to effectively amploy simulation technigues.an an dactual teachipg situation. Usmg th d
tinitions tos each tavel of performance given below, you are 0 respond to several item
* - the opposite page. First, please study the defimtions below.,
‘ o
- 1 /
: .
/ | T .
i ¥ ! ‘
X Poor pe “You are unable o perform thiy/task, or have only .
- ) * very himited ability to perform i ~
s N - -~ 1
Fau. You are unabrle to perform this task in an 5ccep|able
s , mannec_ but have some abilit! to perform it .
\ ’ ? r ' .
) , Good’ You are able to perform this task m an cceelabl
mannes .’ "
» / A
e . Excdllent. You are able (o perform this task m a ver! effective \
v ’ mgnner - -
. . . W
/ 2 ! N
i B
. . r 0 < )
4 . e ! : \ ] = ! ) RN
| : T % N
] / Now, please respond to each of the items by checking (/ ) your level of performance
‘ . o - ‘ “
- * ( '
. ! S
* . v
' . AMERICAN ASSOCIATION
. - FOR YOCATIONAL
THE CENTER FOR VOCATIONAL EOUCATION INSTRUCTIONAL MATERIALS
1y . : Engineenng Center— Univ of Georgia
a0 4320 " Athehs. Georgia 30802
404 542-2388
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A’ At this time, how well can you petform (execute)

the following tasks?

v v '

Develop simulation situations which aul in

Y

- the achievemaent of student perforgnance

. ' objectivey

2. Develop simulation situations winch reprefont

aspocts of real hiy

o

3. . Develop simulation situations which nonc
© o students’ needs, intervsts, and alnlitios

l\*tf. . . 4.

experiences

Ornent students to simulation expernences

5. Serve as a vesouﬁrwn for supubation

'.6. Develop role-playing activities which avd T

the achievement of student performance .

, objectives

Develop.role-playing activities which need

‘students’ needs, interests, and abilities .

. RS

Onent students to role-playing actevities

Direct role-playing activities which tead
. toward a positive conclusion . .

10.  “Serve as a resource person for role-playing

activities

- . '

10 or more

Poor

———

e ’ Fair

N P . E'x_mll;nt R
ERIC - L T

i e R -
Al N - ot

o 7_g {v:.

W

[

-

)

»

'

Level of Performence +

Poor | *air | Good | lent

Enceot:

C. At this time, how well do you feel you could ehploy:sim"bla(io'n technigquesin .
' : . an actual teaching situation? (Consider all of the tasks involved.)

L

How many times have you siready omployod simulation techniques in an octunl
tnchmg (formal clnlroom) nmatlon?
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